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Abstract   
Modern Matrons are at the vanguard of both care delivery and the NHS reforms and 
have an important role in the modernisation of, and future delivery of  healthcare. An 
important contextual feature of their role and a concept that has been widely embraced 
by the National Health Service, is that of decentralized decision making. Unlike clinical 
decision making which has been extensively studied, there is little in the healthcare 
literature regarding leadership and management decision making or the concept of 
decentralised decision making. In order to maximise the effectiveness of the Modern 
Matron role, it is important that we gain a thorough understanding of how they make 
leadership and management decisions, the reality of the term decentralized decision 
making for them and an insight into their abilities and needs in regards to this essential 
skill. 
This study explores how Modern Matrons take leadership and management decisions, 
with a particular focus on the strategies they use and the factors that help or hinder 
them. 
This is an interpretive case study that has adopted an inductive approach to elicit the 
lived experience of decision making of a group of Modern Matrons working within an 
acute NHS Hospital Trust. The data was generated through two sets of 1:1 semi-
structured interviews. The emergent themes were presented back to the participants 
for comment and prioritization and to then describe in more depth what the themes 
meant to them. This process of co-construction facilitated an evolving understanding of 
the data between the researcher and the study participants. 
The findings of this study clearly show the importance of the interplay between 
iŶdiǀidual aŶd oƌgaŶisatioŶal ĐhaƌaĐteƌistiĐs iŶ ƌegaƌd to a ModeƌŶ MatƌoŶ͛s appƌoaĐh 
to leadeƌship aŶd ŵaŶageŵeŶt deĐisioŶ ŵakiŶg. “peĐifiĐallǇ a ModeƌŶ MatƌoŶ͛s leǀel 
and range of power bases, the authority that they hold and the credibility with which 
they are viewed are essential pre-cursors to the range of decision making strategies that 
they can then employ. These factors are then strengthened or weakened by the level of 
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active reflection engaged in by the Modern Matron and the structures and processes an 
organisation puts in place to support both the role of the Modern Matron and the 
establishment of a culture of empowerment and decentralised decision making 
A framework of decision making is proposed that could be used to underpin a 
structured  appƌoaĐh to deǀelopiŶg aŶd iŶfoƌŵiŶg ďoth a ModeƌŶ MatƌoŶ͛s aŶd aŶ 
oƌgaŶisatioŶ͛s uŶdeƌstaŶdiŶg of ǁhat faĐtoƌs aŶd stƌategies suppoƌt effeĐtiǀe 
decentralised decision making. 
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Chapter One - Introduction to The Study 
Introduction 
This study examines the leadership and management decision making behavior of 
Modern Matrons (MM) within one acute hospital trust in the north of England. The role 
of the MM is relatively new and was introduced in 2000 within a short time frame and a 
political framework that was looking in part to address public confidence in the National 
Health Service (NHS) (Scott et al.,2005,22). This was in conjunction with a professional 
drive for leadership development and a combined political and professional emphasis 
on de-centralised decision making. Central to the success of both of these drivers is the 
leadership and management decision making knowledge and skill of MMs.  Whilst there 
have been national initiatives to foster a culture of de-centralised decision making and 
to deǀelop Ŷuƌses͛ leadeƌship skills, ŶoŶe of these iŶitiatiǀes haǀe eǆpliĐitlǇ addƌessed 
the theory and practice of decision making. These constituent themes set the focus of 
this study. This chapter provides a preliminary introduction into the key literature and 
emerging themes that under-pinned the development of the research question, 
including: the role of the MM; de-centralised decision making; decision making in 
healthcare and my motivation for undertaking the study. It culminates with an 
explanation of why this insight is required and how this study will add something new to 
the existing body of research. 
 
1.1 The role of the Modern Matron 
The notion of a MM first became formalised in the NHS Plan (Department of Health 
2000), where the government clearly stated its intentions to introduce "a strong clinical 
leader with clear authority at ward level" (para 9.21). Nurses appointed to MM posts 
were to be: 
 Respected professionals and experienced clinical managers  People who took a pride in the NHS  People who had a reputation for setting and delivering high standards of care 
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 People who had the skills to enable them to lead by example and motivate and 
empower others 
They were to be "given authority to resolve clinical issues, such as discharge delays and 
environmental problems such as poor cleanliness"(para 9.21). Alongside this they would 
"be in control of the necessary resources to sort out the fundamentals of care, backed 
up by appropriate administrative support"(para 9.21). Ten key responsibilities were 
identified as being core to the MM role: 
1. Leading by example 
2. Making sure patients get quality care 
3. Ensuring staffing is appropriate to patient need 
4. Empowering nurses to take on a wider range of clinical tasks 
5. Improving hospital cleanliness 
6. Ensuring patients nutritional needs are met 
7. Improving wards for patients 
8. Making sure patients are treated with respect 
9. Preventing hospital-acquired infection 
10. Resolving problems for patients and their relatives by building closer 
relationships 
 
To help facilitate the above, the government produced a Health Service Circular  (HSC 
2001/010 p.2) which set out "the principles to which NHS organisations should attend to 
when establishing matron posts." It identified a number of strategies required to 
introduce the role successfully. In particular, that the "personal, professional 
responsibility and accountability [of MMs] is matched by organisational structures and 
arrangements that support and enable them to exercise the authority they need to do 
this effectively" (HSC 2001/010 p.4). This circular recognises the importance of a robust 
infrastructure to enable MMs to provide strong leadership, be a positive interface 
between the patients and enable prompt and appropriate decision making to facilitate 
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high quality care. The circular does not, however, describe what some of those 
organisational structures and arrangements might look like. It could be argued that it 
was implicit given the wider healthcare context and emphasis on de-centralised decision 
making and empowerment. However, it might have been useful to have re-stated those 
arrangements that the government would have considered to be a priority. 
Evaluation of the role of the MM is inevitably in its infancy due to the newness of the 
role itself. However, when this study began, some initial reviews had been undertaken 
by the Department of Health (2003; 2002) in regards to the numbers in post, the type of 
initiatives that have been undertaken and the initial impact of the role. The Department 
of Health had focussed on the positive achievements, highlighting areas of good 
practice, where MMs had demonstrated strong leadership and management capabilities 
that had ŵade a deŵoŶstƌaďle diffeƌeŶĐe to the patieŶt͛s ĐliŶiĐal eǆpeƌieŶĐe. Whilst this 
was very encouraging, it inevitably centred on the outcomes or product of MM decision 
making. This may reflect a political emphasis on quick, visible outcomes in regards to 
quantifiable issues, it did not, however, address the how and why of the decision-
making processes that were chosen and undertaken to reach that outcome. This study 
will help to address this knowledge gap. 
The key MM study that had been conducted prior to  
A further indication of the importance of understanding MM decision making is 
highlighted in a 2004 study by Read et al (2004) evaluating the role of the MM. This is 
the largest study of MMs undertaken so far. They identified that the Department of 
Health͛s iŶitial eǆpeĐtatioŶ had ďeeŶ foƌ ͞iŶ-patient modern matrons to be in charge of 
a group of wards on which theǇ Đould ͚ǁalk the flooƌ͛ oŶ a ƌegulaƌ ďasis͟ (p.101). 
However, their study identified that in some areas MMs had service wide 
responsibilities, sometimes across more than one site. This poses very different 
challenges in relation to effective leadership and management decision making and 
understanding how MMs address these challenges and what helps or hinders them is 
important to the on-going development and success of the role. 
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The establishment of the MM role occurred at a time when there was both a 
professional and political drive for decisions to be devolved down to those closest to the 
point of impact – known as decentralised decision making. Understanding the rhetoric 
and reality of that goal on MM decision making will be one outcome of this study. 
 
1.2 Decentralised Decision Making 
Decentralised decision making is a well established leadership imperative supported by 
multiple authors (Ruvolo 2003; Kouzes and Posner 2007; Porter-O͛GƌadǇ ϭϵϵϲ). Studies 
have shown that when used effectively, decentralised decision making increases: 
followers commitment to a decision; the quality of decisions and the decision making 
skill of subordinates (Yukl 2004; Poƌteƌ O͛GƌadǇ ϭϵϵϲͿ. 
It is theƌefoƌe Ŷot suƌpƌisiŶg that the teƌŵiŶologǇ of ͚DeĐeŶtƌalised DeĐisioŶ MakiŶg͛ has 
gained common usage in the NHS and throughout public services in recent years. It is 
identified as one of the four pillars of "New Labour's Third Way" approach to governing 
the country (Temple 2000) and is at the forefront of legislation and policy development. 
Whilst it is generally perceived to be a positive policy trend, some authors in the 
healthcare sector caution against  the process and speed of facilitating decentralised 
decision making in the drive to modernise healthcare (Acorn et al 1997). There is a risk 
that with national strategy emphasising empowerment and decentralisation processes 
that they become 'tick box' activities with insufficient tools, processes and education to 
enable staff to make good quality decisions. The result, predicts Senge (1994, p.40) will 
be organisations that decentralise authority for a while, find that many poor and 
uncoordinated decisions result and then abandon decentralised decision making and re-
centralise. Whilst this may be a pessimistic prediction, my experience of MMs attending 
the national leadership programmes were that they often expressed concerns and 
offered anecdotal evidence to suggest that they did not feel sufficiently prepared and 
informed to make or lead the decision making processes on a number of leadership and 
management related issues. The risk, therefore, is that decentralised decision making, 
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instead of being an empowering process as the NHS intends, becomes an approach 
ǁheƌe staff feel ͚duŵped oŶ͛ and burdened. In such instances, this may be due to a lack 
of confidence or competence in decision making on the part of the MM or the manner 
and environment in which NHS organisations ask or expect staff to make leadership and 
management related decisions.  
When discussing decentralised decision making, it is important to differentiate between 
clinical and leadership decision making. A key feature of MM recruitment is their clinical 
expertise, years of experience and as a result clinical credibility. It would therefore be 
reasonable to anticipate that in relation to clinical related decentralised decision 
making, the MMs feel both competent and confident. What has not been examined in 
the literature is their approach to, competence or confidence in relation to leadership 
and management decentralised decision making. Given that both the role of MM and 
the process of decentralisation is viewed by the government as being central to the 
implementation of NHS reforms and future healthcare delivery it would be useful to 
understand the MMs͛ perceptions of their abilities in regards to their knowledge and 
skill in this area.  
 
1.3 Decision making within the healthcare sector  
Gough (2002,p.ii) suggests that the NHS is characterised by ͞wicked problems and 
complicated decision-making processes which make absolute or perfect solutions 
intangible." This highlights effective problem solving and decision-making skills as key 
requirements of nurses working in the modern healthcare arena (Fraser and Greenhalgh 
2001,p.801; Pearman 2000).  However, there is little in the literature to suggest that 
nursing has a robust understanding of how these skills are learnt and used in regards to 
leadership and management decision making (Dowding and Thompson 2003). The 
nursing literature on decision-making within healthcare tends to focus on clinical related 
decision-making (Cullum 2002) and is generally associated with the establishment of 
clinical pathways and care protocols. Alongside this, the recent national focus on 
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leadership development in nursing (D.O.H. 2001, 1999) has included important concepts 
such as empowerment and healthy working relationships, recognised features of 
effective leadership and effective organisations (Senge 2006; Acorn et al 1997). 
However, the national leadership programmes, delivered through the Leadership Centre 
as part of the Modernisation Agency have in part been about educating nurses about 
the factors that support or inhibit these behaviours. Little if any attention has been 
given to nurses' decision making in regards to leadership and management issues and, 
in particular, the processes or strategies that they might use when making those 
decisions (Dowding and Thompson 2003,p.55, Pauker and Pauker 1999,p.195). The 
impact of this is that there are staff in important and influential roles in the delivery and 
future development of healthcare and there is limited research on how they make 
decisions and therefore what strategies work well or what areas of development might 
need addressing.  
However, the need to understand how these types of decisions are made has 
substantially increased (Cameron and Masterton 2000). In recent years, there have been 
ever increasing calls for flexible working practices and new ways of working 
(Department of Health 2001a; 2000a; 1999; Plsek and Greenhalgh 2001,p.626). As 
previously highlighted, this is alongside a language of empowerment and decentralised 
decision-making and an increased focus on leadership (Department of Health 1999; 
Manthey & Miller1994). These political, structural and organisational policy and cultural 
issues inevitably impact upon and influence nurses in their decision-making at both a 
macro and micro level.  
 
1.4 Researcher Motivation 
As a healthcare professional with over 20 years experience, my interest in this proposed 
study stemmed from two principal areas. My full time role involved working throughout 
the country delivering staff development programmes across a diverse range of NHS 
Trusts as part of a national programme of leadership development. The programmes 
14 
 
focus on developing the leadership skills of nurse leaders, generally those that were 
already in post (Cook and Leathard 2004) and establishing a culture of empowerment in 
the workplace. The background to these programmes over recent years has been the 
emphasis at a political level on developing leadership skills alongside a call for NHS staff 
to be more flexible in how they delivered healthcare services. A combination of these 
two political drivers and my experiences of working with healthcare staff on leadership 
development courses and hearing their accounts of the situations they found most 
difficult and least competent to deal with led to my interest in one particular aspect of 
leadeƌship, ͚deĐisioŶ ŵakiŶg,͛ aŶd iŶ paƌtiĐulaƌ, de-centralised decision making. Whilst 
the literature confirms that decision making is a critical part of effective leadership, the 
national leadership programmes did not appear to overtly address this issue. This is 
important as the concept of empowerment is in part predicated on the assumption that 
staff will be flexible and take on more or enhanced roles and therefore greater levels of 
decision making responsibility. A review of the literature highlighted confirmed my  
experience as a facilitator that these issues were particularly pertinent for the relatively 
new role of the Modern Matron.  
 
1.5 The focus and aims of this study 
MMs are at the vanguard of both care delivery and the NHS reforms. They have been 
described as the leaders who have the power to redesign NHS care at the front line to 
make it patient-centred. The NHS Trusts have been told that the role should have 
sufficient authority and support to get things done and make change happen" (DOH 
2003,p.3), but it has been left to individual organisations as to how that should be done. 
With this increased authority and decision-making power in conjunction with the wider 
principle of decentralised decision making it is important that there is a clearer 
understanding of the processes and strategies MMs engage in when making these 
decisions and to understand the need for any training and development. 
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The sĐeŶaƌios highlighted iŶ ͚ModeƌŶ MatƌoŶ – Improving The PatieŶt EǆpeƌieŶĐe͛ 
(Department of Health 2003) required the MM to have clinical knowledge and expertise. 
However, the key to the success of the initiatives were not just about the clinical 
decisions that they made, but also the leadership and management decisions that they 
took and how they were able to engage staff and the organisation with those decisions. 
To be effective, MMs need to be skilled decision makers, able to accept and respond to 
the challenges of decentralised decision making that accompany the role. However, 
there does not appear to be any studies focusing on this aspect of their role and as a 
consequence there is little real evidence to demonstrate their knowledge, ability or 
understanding of this essential skill. 
This study intends to increase our understanding of how MMs make leadership and 
management related decisions, the boundaries of those decisions, the strategies they 
use and the factors that help or hinder them in that process. The study provides an 
important insight into a key attribute and expectation of the role of the MM. This then 
enables us to: 
 Understand how they currently undertake the leadership and management decision 
making process  Identify the factors that support and hinder them in their decision making   Explore what other recognised strategies and approaches there are that might be 
useful  Look at how we can use the knowledge generated to support and develop the skills 
of Modern Matrons in relation to leadership and management decision making. 
 
Summary   
This chapter has set the context for the study, providing a preliminary overview to the 
liteƌatuƌe aŶd ͚ƌeal ǁoƌld͛ practice that has informed the research question. It gives a  
brief introduction into the key constituents of MMs and decision making and identified 
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how it will contribute to professional knowledge and practice. The thesis contains a 
further six chapters that describe in detail the conduct, findings and relevance of the 
study, culminating in a framework for MM leadership and management decision 
making. 
Situating this research within a phenomenological paradigm has informed the writing 
structure that has been adopted for this study. Principally, that my reflections, as the 
researcher, will be recorded in italics at different points in the thesis as relevant issues 
arise. This is to make explicit my awareness of them and their potential influence on the 
data collection, analysis and discussion phases of the study. I have chosen to integrate 
these reflections in the main body  of the thesis to facilitate clarity of understanding and 
a transparent approach to the conduct of the study. 
In determining the research question I needed to be mindful not to assume that because 
I had a knowledge gap around leadership and management decision making, then so did 
the Modern Matrons. To mitigate this I identified within my doctoral journal a number of 
occasions when during direct contact with MMs on leadership programmes, they had 
brought up scenarios where they identified having difficulties in either deciding on what 
course of action to take or where on reflection they felt that they could have made either 
a better decision or been more confident about their decision making. In addition, once I 
was thinking about exploring this topic area, I began to ask MMs to explain how and 
why they had taken decisions in scenarios that they described during the leadership 
development programmes. In relation to leadership and management issues they found 
this Ƌuite diffiĐult aŶd ǁould talk iŶ ͚geŶeƌal͛ teƌŵs aŶd Ŷot iŶ ƌelatioŶ to aŶǇ Đleaƌ 
frameworks. 
I was also mindful that my interest to understand more about decision making did not 
result in me making assumptions that the MMs also wanted to know more about it. It 
could be argued, however, that by volunteering for the study the MMs were 
demonstrating an interest in the concept of decision making which may in turn have 
influenced how they responded to the questions that were asked. 
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Chapter Two - Literature Review 
2. Introduction 
This chapter provides an overview of key literature relating to the role of the MM and 
decision making. Its purpose is to: highlight the relevance of what the literature says in 
relation to the focus of this study; Identify whether anyone has already examined the 
leadership and management decision making strategies of MMs; demonstrate how this 
study will fit in with and build upon existing research and so contribute something new 
to the pƌofessioŶ͛s uŶdeƌstaŶdiŶg of this ĐoŶĐept. 
During the course of the study, three separate literature reviews were undertaken: 
 Jan/Feb 2005– to establish at the beginning of the study what was already 
known about the proposed topic and to establish whether the proposed study 
would contribute anything new and relevant to the understanding and delivery 
of healthcare. 
 Summer 2008 – to identify any new literature and where relevant include in 
order to strengthen the study and contribute to the understanding and 
discussion of the findings  
 Summer 2010 –  to review any new literature that might be relevant to the study 
and ensure it is current in regards to new understandings 
Two electronic databases were used Medline and ABI/INFORM GLOBAL. These were 
chosen because Medline is a major healthcare database and ABI/INFORM GLOBAL a 
major database used by the Business Schools, which is where decision making research 
is generally located. I also searched the library catalogues for both the University of 
Leeds and Northumbria University. A more detailed description of the search strategy 
and search terms used is described in the Appendix. 
The review covers four broad areas with sub sections in each area. These sub sections 
arose as a result reading the initial literature and making notes on additional concepts 
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and relationships that were important and would contribute to an understanding 
(Silverman 2010) of MM decision making 
Decision making is a complex subject and this is reflected in the literature review where 
the first area addresses the role of the MM and the three remaining areas focus on 
different aspects of decision making; existing decision making research in healthcare; 
decision making and leadership and decision making frameworks and processes from 
the wider decision making literature.  
The table below provides an overview of the areas that will be reviewed and their 
relationship to each other. In particular, de-centralised decision making led to a 
literature review of three further areas, power empowerment and authority 
Table 1: Areas contained in the literature review 
Primary Topic Area Sub Section 1 Sub Section 2 
Modern Matrons   
Decision Making in Health 
Care 
Clinical Decision Making 
Cognitive Continuum Theory 
 
Decision Making and 
Leadership 
Transactional and 
Transformational 
De-centralised Decision 
Making 
 
 
Power, Empowerment, 
Authority and Credibility 
General Decision Making Heuristics 
Rational & Intuitive 
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2.1 Existing Research on the role of the Modern Matron 
The role of the MM ǁas, iŶ paƌt, a ƌespoŶse to the ĐoŶĐeƌŶ that ͞Ŷuƌses had iŶsuffiĐient 
authority to remedy shortcomings across services which were fundamental to patient 
Đaƌe͟ ;‘ead et al 2004). The role was proposed in the NHS Plan (Secretary of State 
2000), along with a number of other initiatives, including: the introduction of ward 
house keepers, the establishment of Patient Forums and the Patient Advocacy and 
Liaison Service and the NHS Clean Hospitals programme. This plethora of initiatives have 
led to the suggestion that it was a somewhat piecemeal approach driven by a political 
agenda rather than part of a coherent strategy (Agnew 2005).   
 TheǇ ǁeƌe all paƌt of the desiƌe to ͚ŵodeƌŶise the NH“͛ aŶd ǁithiŶ that, the role of the 
MM ͞positioŶed ŶuƌsiŶg at the ǀeƌǇ heaƌt of the ŵodeƌŶisatioŶ pƌoĐess͟ ;DepaƌtŵeŶt 
of Health 2003,p.2). This government focus has been sustained and in September 2007, 
the Prime Minster announced an on-going commitment to the role of the Modern 
Matron and an intention to increase the numbers to five thousand by May 2008. By July 
2008, this target had been exceeded and 5,500 MMs were working in the NHS (Lipley 
2008). The announcement of the role of MM generated significant debate within 
nursing. Some of it positive (Hewison 2001), that the focus on strengthening the role of 
nursing at the level of clinical care through increased authority would result in more 
appropriate decisions being made in a timely manner. Other reactions were more 
critical and sceptical, questioning the timing of its announcement and the political 
motivation foƌ the use of the teƌŵ ͚ŵatƌoŶ͛ (Castledene 2007). 
The Department of Health (2000) talked of the MM role being one that would hold 
increased authority and leadership in regards to decision making at a clinical level and it 
was anticipated that the role would be implemented across a defined clinical area such 
as surgery or accident and emergency. However, research suggests that the MM role is 
often much broader than direct leadership and management at a clinical level across a 
defined clinical area. As studies by both Read et al (2004) and Kemp and Morris (2003) 
have found, in many organisations the role of the MM encompasses a broader range of 
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duties and expectations across the spectrum of operational and strategic 
responsibilities. The consequence of this blurring of clinical and corporate 
ƌespoŶsiďilities is ƌefleĐted iŶ a studǇ ďǇ “ŵith ;ϮϬϬϴaͿ ǁheƌe ͞seǀeƌal ŵatƌoŶs 
commented that there was no clear difference between their roles and that of senior 
Ŷuƌses ǁith opeƌatioŶal ŵaŶageŵeŶt ƌespoŶsiďilities. “ŵith͛s ĐoŶĐlusioŶ ǁas that fƌoŵ 
heƌ ƌeseaƌĐh aŶd that of Hill ;ϮϬϬϱͿ aŶd ‘ead et al ;ϮϬϬϰͿ ͞the diffeƌeŶĐe ďetǁeeŶ the 
MM roles and those of other senior managers, such as nurse directors is difficult to 
disĐeƌŶ.͟ This justifies some of the concerns that were initially raised when the role was 
announced that it was not sufficiently distinct and may therefore impinge on existing 
nursing roles such as Senior Sister/Charge Nurse, Clinical Nurse Specialist or if they took 
on more corporate responsibilities, the role of general managers (Smith 2008a, Hewison 
2004, Mulally 2001). This echoes a concern raised by Oughtibridge (2003) that the lack 
of role specificity meant that the MM was likely to find it difficult to balance the range 
of professional and managerial responsibilities they may be asked to take on. For those 
who perceive the role as having the potential to make a positive difference, the primary 
challenge appears to be striking this balance between the clinical and managerial 
demands of the role (Castledene 2007). In addition, as the MMs tread a path between 
the emphasis on clinical leadership balanced with corporate responsibility, Currie, 
Koteyko, Nerlich (2009) and Cooper (2003) caution that they risk losing their positions as 
technical experts and become generalists. 
There is a tension in resurrecting an old role and title, that has previously been 
discarded and then re-introducing it as part of a policy drive to modernise the NHS 
(Castledene 2007). The culture and structure of the NHS has changed from when the 
role of Matron was first introduced. The Modern NHS espouses a culture of 
empowerment (Oughtibridge 2003) and the role of MM operates within a flatter 
hierarchy than was the case with the historical role of the Matron (Currie et al 2009, 
Crawford & Brown 2008). 
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Capitalising on the peƌĐeiǀed positiǀe assoĐiatioŶs that aĐĐoŵpaŶǇ the ǁoƌd ͚ŵatƌoŶ͛, 
the Department of Health has emphasised the relationship between the role of the MM 
and the level of authority that they will have to make changes at ward level. However, 
Currie et al 2009) and  Snell (2001) question whether that perception of the original 
Matrons having high levels of authority for their clinical area was really accurate or just 
a romanticised image that has been created. Alternatively, if the perception is accurate 
and traditional Matrons really did wield a lot of power, is that the type of power that 
would be welcomed in a modern NHS?  
The historical stereo-type image of a dominant and authoritarian figure is in stark 
contrast to the language of transformational leadership, empowerment and de-
centralised decision making that is the current paradigm of the NHS. The association 
ďetǁeeŶ the title MatƌoŶ aŶd the poƌtƌaǇal of MatƌoŶs iŶ the seƌies of ͚CaƌƌǇ OŶ͛ filŵs is 
at best unfortunate and at worse, undermining of nursing͛s effoƌts to estaďlish itself as a 
profession both within healthcare and in the eyes of the public (Crawford & Brown 
2008, Snell 2001). These concerns that the role of MM is potentially damaging to the 
standing of nursing as a profession is taken further by Dealey et al (2007) and Watson 
and Thompson (2004) who suggest that both the role and nursing has been undermined 
by the lack of identified formal qualifications required to be a MM. The concern being 
that the title is just a euphemism for getting nurses to take on more decision making 
responsibilities that they might not want, have the necessary competencies for or be 
appropriately renumerated for. These issues are compounded by an additional concern 
that some organisations, instead of introducing a new position of MM would simply re-
badge/name existing job titles or amend existing job descriptions to fulfil the 
requirements laid out for the position of the MM (Malone 2002, Oughtibridge 2003, 
Watson & Thompson 2003). There is evidence that whilst a significant number of new 
posts were created, there was also a degree of altering of existing posts and calling 
them MMs (Mooney 2008). 
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The title ͚MM͛ is aŶ aƌea of ĐoŶteŶtioŶ aŶd peƌĐeiǀed ďǇ ŵaŶǇ as ͚ŵatƌiaƌĐhal, ĐultuƌallǇ 
iŶseŶsitiǀe͛ ;CastledeŶe ϮϬϬϳͿ aŶd generally inappropriate.  Whilst many NHS Trusts 
have implemented the role using the title MM, the concern has some validity as a 
number of authors, when writing about the role of the MM within individual 
organisations raise the issue of titles and whether to use the term MM or not as an area 
of contention (Read et al 2004, Oughtibridge 2003, Carlowe 2002).  
Whilst the focus of this study is the leadership and management decision making 
strategies of MMs, it is likely that either directly or indirectly, the political contextual 
factors that have been identified will have an influence oŶ MM deĐisioŶ ŵakiŶg͛ 
 
During the two years immediately following the initial announcement of the new role of 
MM, further circulars were published by the Health Service. They include:  
 Implementing the NHS Plan – Modern Matrons (Health Service Circular 
2001/010) 
 The Chief NuƌsiŶg OffiĐeƌ͛s ϭϬ KeǇ ‘oles foƌ Nuƌses ;Dept. of Health ϮϬϬϮaͿ  Ward Staffing Budgets (PL/CNO/2002/2, DH 2002b)  Modern Matrons – Improving the Patient Experience (Dept of Health 2003) 
 
These publications have a number of consistent themes that are relevant to this study. 
These include:  
1. Decentralised decision making - giving nurses more authority to influence 
decision making at a local clinical level  
2. Empowering nurses to take on this increased authority and decision making 
power  
3. Leadership, in particular different models of leadership, such as transformational 
and situational leadership theories. 
23 
 
The focus of the MM literature to date has been on three main areas; the impact of the 
role against the ten key responsibilities identified by the Department of Health (2002), 
the increased decentralised decision making authority to deliver on the responsibilities 
and the practicalities and implications of implementing the role within a specified 
organisation (Smith 2008a; Smith 2008b). The largest study of the role of the MM to 
date was published in 2004. It was commissioned by the Department of Health and 
undertaken by Read et al (2004) from the Royal College of Nursing and The University of 
Sheffield. Its primary purpose was ͚the evaluation of the modern matron role in a 
sample of ten NHS Trusts.͛ The broader aims and objectives of that study which are 
relevant to this proposed study include: 
 Using the experiences of the MMs to understand the content of the role and the 
challenges involved in undertaking it (relevant to study design)  Identifying beneficial, educational input and clinical experience in preparing 
MMs for the role. (understanding any training needs will be one outcome of this 
study)  Identifying the range of implementation models (may influence nature of 
leadership and management decision making)  Scoping decision making within the major day-to-day responsibilities 
(understanding types of decision making scenarios)  Obtaining examples of how organisational factors enable or preclude Modern 
Matrons from achieving their objectives (relevant to identifying factors that may 
help or hinder MM decision making) 
 
The findings of the Read et al (2004) study identified nine themes that were relevant to 
the role of the MM. Each theme has a potential relevance to this study. The themes 
were: 
1. Modes of Implementation:  How the new MM posts were established including 
whether;  
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- they were new roles or re-badging of existing roles 
- additional funding was allocated by the Trusts 
- they wore a uniform or not and if so, what colour it was 
- how they were graded and their span of responsibility 
- they were line managers and who they themselves should report to 
These points are important contextual information that could have an impact on MM 
decision making and are therefore relevant for this study 
2. Selection and recruitment: Only 7.4% of MM appointments were external to the 
organisation. This is considered to be a reflection of it being the first wave of 
appointments to a new role. Under the identified essential and desirable 
attributes for recruiting to the role of MM, significant management experience 
and highly-developed leadership skills were listed but decision making was not 
identified as a specific area of skill or knowledge. 
3. Preparation for the role: 85% of the MM surveyed had previously been employed 
as either G, H or I grades prior to taking up the role of MM and therefore 
experience, particularly in the area of leadership and management was cited as 
an important precursor for taking on the role. There were a number of areas 
identified where MM said they would like further training and development, 
many of these were quite topic specific, such as contract agreement and service 
level agreement development. Decision making was not identified as a specific 
topic area, but it could be argued that it would be seen as an integral part of 
areas such as leadership, change and performance management and carrying 
out investigations that were all listed as areas for development. 
4. Remit of the role:  The MMs in essence describe three models for the role. Roles 
that were either essentially clinical or managerial in nature or a mixed model 
incorporating both clinical and managerial duties. The range of the MMs varied 
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considerably ranging from a defined clinical in-patient area to service wide remit 
across in-patient, out-patient and community. Some MM had a clinical focus only 
while others incorporated other managerial duties or were formally combined 
ĐliŶiĐal aŶd ŵaŶageƌial ƌoles. The studǇ ƌepoƌts that ͞theǇ ofteŶ fiŶd it diffiĐult to 
manage all areas of their remit. Their responsibilities are at best wide-ranging, 
and at worst a recipe for role-oǀeƌload͟ ;p.ϭϭϮͿ. This ďƌeadth of eǆpeĐtatioŶ 
places pressure on the decision making of the MM and the risk of overload 
illustrates the concerns identified with decentralised decision making. In 
addition, the requirements of decision making in regards to leadership and 
management issues may be quite different to those associated with clinical 
issues. 
5. Understanding of the role: Due to the variation in how the role of MM has been 
implemented, there is a lack of standardisation in regards to role descriptions 
and significant variation between what they thought they should be doing and 
what they were actually spending their time on. Concerns were identified that 
MM ǁeƌe ͞ďeiŶg foƌĐed to giǀe pƌioƌitǇ to oƌgaŶizatioŶal ĐoŶĐeƌŶs … ǁhiĐh 
diluted theiƌ ĐliŶiĐal ƌole͟ ;p.ϭϭϱͿ aŶd also iŵpaĐt upoŶ the tǇpes of deĐisioŶs 
that the MM are having to make. 
6. Working relationships: The studǇ ĐleaƌlǇ ideŶtifies that ͞good, suppoƌtiǀe 
ǁoƌkiŶg ƌelatioŶships aƌe esseŶtial foƌ ŵatƌoŶs …. MaŶǇ Đited these as oŶe of 
the faĐtoƌs that eŶaďled theŵ iŶ theiƌ ƌole͟ ;p.ϭϭϵͿ. In order to manage the 
demands of their roles, particularly when there is more than one site to cover, 
MM appear to have become more active networkers in order to influence 
decisions. Conversely, where the clinical demands of the role are high, MM were 
reported as not being as involved in decision-making processes or meetings at 
directorate level. 
7. Experience of the role: For many, the role of the MM was much greater than the 
10 responsibilities that were initially identified. In addition MM were perceived 
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to be working differently according to the clinical:managerial balance of their 
ƌoles. CliŶiĐallǇ foĐused MM ǁeƌe seeŶ as leadiŶg ďǇ ͚pƌaĐtiĐal͛ eǆaŵple, ǁith a 
suggestion that they should sometimes work more strategically. In contrast, 
those MM who had a more managerial focus were seen as demonstrating how 
to ensure the nursing voice was heard and influenced decision making at 
directorate at board level. 
8. Power and authority: The MMs were disappointed with their level of authority 
reporting a need to still have to negotiate at length with middle and senior 
managers. However, the study suggests that in general, the ͞ŵatƌoŶs teŶded to 
under estimate their own authority, in comparison with the perception of 
otheƌs͟ ;p.ϭϯϳͿ. This diffeƌeŶĐe iŶ peƌĐeptioŶ is highlighted ďǇ oŶe MM who 
described having the autonomy to make a decision but not sufficient authority to 
make a real change.  The MMs were aware of the difference between personal 
and position power and generally ranked personal power as the more important. 
This was particularly relevant when distributing authority across the team, 
empowering staff and demonstrating transformational leadership behaviours. 
9. Impact of the role: This finding is more circumspect due to the time constraints 
of the study and as first wave MMs, the relatively short time they had been in 
post. However one area that had been noted was that MM were particularly 
effective at making an impact when they acted as a group within a particular 
organisation. Because of their good overview of services and seniority, MMs 
ǁeƌe seeŶ as ͚oiliŶg the ǁheels͛ and creating an environment where clinical staff 
now had increased autonomy and were able to make decisions quickly. 
The Read et al (2004) study is the largest study of MM conducted so far and was an 
evaluation of the whole of the Modern Matron role, with a particular focus on the ten 
key responsibilities that were initially allocated to the role. The nine themes that have 
been summarised all have implications for the nature and complexity of MM decision 
making but do not specifically discuss the concept. This study will address this gap in our 
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knowledge and understanding of the role of the MM. In a follow on paper, Scott, et al 
(2005,p.26) make some additional recommendations from the above themes that are 
pertinent and address the need for this study These include:  
 Selection of matrons should take account of their interpersonal communication 
skills and their potential as transformational leaders 
 Matrons must be offered adequate preparation either before or soon after 
appointment 
These issues are relevant because how the MMs communicate and interact with others 
will both influence and be a reflection of their approach to decision making. Whilst 
identifying the development needs around decision making could form part of the 
͚adeƋuate pƌepaƌatioŶ͛ foƌ the ƌole.  
In addition, Scott et al (2005) highlight that their research found that management and 
leadership was identified by the study respondents as both a core responsibility of the 
role and also one aspect of the role that many of them would like help with. Decision 
making is a core leadership and management activity and therefore the greater 
understanding of their knowledge and skill in this area that will arise from this study 
should help to inform any programmes of development. 
This study intends to identify factors that support and inhibit the MMs in their decision 
making. These factors have also been explored by some authors in relation to the 
overall role. Dealey et al (2007,p.25Ϳ ideŶtified that the ͞gƌeatest support seemed to 
Đoŵe fƌoŵ the diǀisioŶal heads of NuƌsiŶg ;aŶd fƌoŵ otheƌ seŶioƌ ŶuƌsesͿ͟ folloǁed 
closely by good working relationships with clinical service leads and group managers. 
The factor they identified as hindering the positive impact of the role of MM was 
summarised as ͞opeƌatioŶal pƌessuƌes͟ iŶ paƌtiĐulaƌ ďed ŵaŶageŵeŶt duties, 
attendance at meetings, time management and lack of secretarial support. Both the 
supporting and hindering factors cited can be grouped under the heading of 
organisational influence on the role, either through local culture or systems and 
processes. Smith (2008a) also identified organisational support as a critical factor for her 
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study which in conjunction with ͞the title of ŵatƌoŶ gaǀe theŵ [nurses] access to 
corporate groups and to directors of nursing.͟ This in turn increased their level of power 
and authority and the opportunity to influence the decision making agenda. 
This in depth review of the MM literature confirms that the focus of the proposed study, 
the leadership and management decision making strategies of MMs has not so far been 
studied. The review also suggests that such a study would be a useful development of 
some themes emerging from existing studies. In particular a need for more structured 
development to help prepare people for the leadership and management components 
of the role of MM, either before they are appointed or soon after. 
 
2.2 Decision Making and Nursing 
Numerous authors (Marquis & Huston 2009; Adair 2007;, Marriner-Tomey 2006; Klein 
2004) identify decision making as a core leadership behaviour and, as has been 
discussed, the literature on MM identifies strong leadership as an essential component 
of taking on the role. However, although being an appropriate and effective decision 
maker is an important component of the role of the MM, there is no research to date on 
the decision making behavior of the MM. This section will examine the literature in 
relation to the field of health care; the field of leadership and management and then in 
the specialism of decision making itself to establish a depth of understanding and to 
identify relevant issues for this study. 
 
 
2.2.1 Decision Making Research in Healthcare 
Relatively little has been written in the field of nursing about the strategies nurses use 
when making decisions in regards to leadership and managerial issues related to their 
role. The primary focus has been on cliŶiĐal deĐisioŶ ŵakiŶg ďǇ pƌofessioŶals ͞of ǁhiĐh 
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theƌe is a suďstaŶtial ďodǇ of kŶoǁledge͟ (Harbison 2001,p.126). This difference in the 
volume of research may be because leadership and management decision making is 
often more subjective in nature and therefore maybe more difficult to study. 
 
2.2.2 Clinical decision making  
CliŶiĐal deĐisioŶ ŵakiŶg is oŶe of the keǇ attƌiďutes of todaǇ͛s clinical nurses (Gurbutt 
2006; Robinson ϮϬϬϮͿ aŶd aŶ iŶdiǀidual͛s aďilitǇ iŶ this aƌea is oŶe featuƌe of theiƌ 
overall ability as a nurse. It has been described as a ͞dynamic activity where an 
individual formulates one or more hypothesis and then continually reviews the 
relevance of those hypothesis as more information becomes available and they are able 
to pƌioƌitise theiƌ aĐtioŶs͟ ;‘oďiŶsoŶ 2002,p.1). BeŶŶeƌ ;ϭϵϴϰͿ deǀeloped DƌeǇfus͛s 
(1980) Model of Skill Acquisition, in which a peƌsoŶ͛s aďilitǇ to ideŶtify key pieces of 
information and recognise patterns in order to make good decisions forms the basis of 
her widely acknowledged framework within clinical nursing of  Novice to Expert. 
A recurring theme in the literature on clinical decision making is the role of ͚eǆpeƌieŶĐe͛ 
(Lauri & Salantira 1995) and the relationship between ͞eǆpeƌieŶtial kŶoǁledge – 
knowledge derived from experience rather than factual knowledge and the decisions 
that ΀Ŷuƌses΁ ŵake͟ (Luker and Kenrick 1992). Whether linking knowledge to experience 
is a transferable principle between clinical decision making and leadership and 
management decision making has not been researched. Therefore this study will be able 
to offer some insight into this important issue.  
 
2.2.3 Clinical Decision Tools 
The development of clinical decision tools has occurred because despite decision 
ŵakiŶg ďeiŶg ͞fundamental to all aspects of care – prevention, detection, treatment, 
survivorship and end of  life – researchers and clinicians have limited knowledge of the 
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ways in which patients and their health care providers make critical health decisions͟ 
Nelson and Stefanek (2005). Theƌefoƌe tools oƌ iŶstƌuŵeŶts that ĐaŶ ͞pƌoǀide oƌdeƌ aŶd 
diƌeĐtioŶ͟ ;MaƌƋuis & HustoŶ ϮϬϬϵ:ϮϬͿ aŶd help ŵake the deĐisioŶ ŵakiŶg pƌoĐess 
more visible are seen as valuable. The use of these tools helps to minimise some of the 
uncertainty that is inherent within most decisions (Marriner-Tomey 2000). The tools 
come in the form of paper based care pathways through to sophisticated computerised 
decision making software with an array of tools and techniques. Examples include: 
Decision Grids, Decision Trees, Probability Theory, Simulations, Models and Games. 
However, the final decision on what to do rests with an individual person and therefore 
tools are still vulnerable to individual mistakes and human error (Marquis & Huston 
2009). Therefore developing an iŶdiǀidual͛s kŶoǁledge aŶd skill iŶ the aƌea of deĐisioŶ 
making is important aŶd like aŶǇ otheƌ skill, ĐaŶ ďe ͞ďƌokeŶ doǁŶ iŶto its ĐoŵpoŶeŶt 
paƌts ;aŶalǇsedͿ aŶd leaƌŶed͟ ;“Đott et al ϮϬϭϬ,p.ϮϯϬͿ.  
 
2.2.4. Cognitive Continuum Theory and Decision Making 
HaŵŵoŶd͛s ;ϭϵϴϭͿ CogŶitiǀe CoŶtiŶuuŵ TheoƌǇ is one approach that has been 
discussed at length in the nursing literature (Standing 2008; Cader et al 2005; Harbison 
2001; Thompson 1999) as a theory that offers a useful means of describing and 
uŶdeƌstaŶdiŶg a Ŷuƌse͛s appƌoaĐh to ĐliŶiĐal deĐisioŶ ŵakiŶg. It integrates theory with 
suggested actions enabling the user to critically appraise the decision making situation 
they are facing. Whilst the literature does not discuss it in relation to leadership and 
management decisions, it is worth highlighting the key features of the theory in order to 
explore in the Discussion chapter whether it has anything to offer in this area. 
Cognitive Continuum Theory addresses the opposite features of rational (analysis) and 
intuitive decision making and intersects them with a continuum that describes tasks as 
ranging from well structured through to ill structured, whilst also taking into account the 
volume and relevance of the information available in relation to the decision making 
situatioŶ. HaŵŵoŶd͛s ;ϭϵϴϭͿ ǁoƌk ƌesulted iŶ siǆ ideŶtified ͚ŵodes of iŶƋuiƌǇ͛, a 
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concept that Hammond borrowed from the work of Churchman (1971). The theory 
being that if the level of structure was changed or the volume and quality of available 
information shifted, then that might influenĐe the ͚ŵode of iŶƋuiƌǇ͛ that Đould be 
applied to the decision making situation. Ham (1988) has applied HammoŶd͛s siǆ ŵodes 
of iŶƋuiƌǇ to the issue of ĐliŶiĐal deĐisioŶ ŵakiŶg iŶ ŵediĐiŶe, ƌeplaĐiŶg the teƌŵ ͚ŵode 
of iŶƋuiƌǇ͛ ǁith the teƌŵ ͚ŵode of pƌaĐtiĐe.͛ These adaptatioŶs aƌe suppoƌted ďǇ 
Thompson (1999) as being equally relevant to nursing practice. 
Figure 1: Six Modes of Practice    (After Ham 1988) 
 
 
 
 
 
 
 
 
 
 
The proposition is that a more structured task results in a more analytical approach to 
decision making. In contrast, poorly structured tasks tend to result in decision making 
that is more intuition-based (Cader et al 2005). The quality and availability of 
information may then be a factor in moving a situation requiring a decision up or down 
the siǆ ͚ŵodes of iŶƋuiƌǇ͛ iŶ oƌdeƌ to adopt the ŵost appƌopƌiate appƌoaĐh.  One 
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outcome of this study could be an appreciation of whether this model is also relevant to 
leadership and management decision making. 
 
2.3 Decision Making and Leadership: 
Decision making is a key feature of effective leadership, yet, the two areas have tended 
to be researched separately (Heller 1992). However, more recently, the separation 
between the two concepts has begun to be addressed with a number of authors 
(Marquis & Huston 2009; Marriner-Tomey 2006; Klein 2004) stating that decision 
making is a core leadership and management activity and including it within their 
writings. Adair (2007,p.viii) also identifies decision making as an essential characteristic 
of effeĐtiǀe leadeƌship, saǇiŶg that ͞aŶǇ leadeƌ ǁho aspiƌes to eǆĐelleŶĐe oďǀiouslǇ has a 
vested interest in seeing that the best decisions are taken and that problems are solved 
iŶ the optiŵuŵ.͟ MMs are identified as key leaders in the New NHS and therefore a 
study bringing together their leadership responsibilities and their approach to decision 
making is both appropriate and timely.  
Despite this recognition of the pivotal relationship between leadership and decision 
ŵakiŶg, PƌesĐott͛s ;ϭϵϴϬ,p.ǀiiiͿ oďseƌǀatioŶ that ͞Ǉou haǀe alŵost ĐeƌtaiŶlǇ Ŷot ďeeŶ 
tƌaiŶed to ŵake effeĐtiǀe deĐisioŶs͟ is still ƌeleǀaŶt todaǇ. Leadeƌship iŶ Ŷursing is a key 
professional and government target (DoH 1999) and there have been a number of 
initiatives to address the leadership skills of nurses. In 1999 the Department of Health 
puďlished ͚MakiŶg a DiffeƌeŶĐe : stƌeŶgtheŶiŶg the ŶuƌsiŶg, ŵidǁifeƌǇ aŶd health 
ǀisitiŶg ĐoŶtƌiďutioŶ to health aŶd healthĐaƌe.͛ This ǁas a Ŷeǁ stƌategǇ doĐuŵeŶt aiŵed 
at strengthening nursing leadership at a clinical level and was followed up by the 
commissioning of two national leadership programmes in 1999. Leading an Empowered 
Organisation (LEO), run by the Centre for The Development of Nursing Policy & Practice, 
University of Leeds and the Royal College of NuƌsiŶg͛s ‘CN Waƌd Leadership 
Programme. These initiatives were followed in 2001 by the establishment of The NHS 
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Leadership Centre which, as part of the NHS Modernisation Agency, took on the role of 
supporting and promoting leadership.  
However, none of these initiatives explicitly talked about how to be a more effective 
decision maker, used models of decision making or explicitly made the connection 
between effective leadership and effective decision making. Their emphasis and 
underpinning philosophy was around the principles of transformational leadership and 
empowerment. Clearly this subject area is relevant, as an individual͛s appƌoaĐh to 
decision making is likely to be informed by their personal leadership philosophy. This, in 
turn, is likely to be informed or influenced by any formal continuing professional 
development programmes on leadership that they have attended. These influences are 
further re-enforced by policy documents and strategic initiatives, all emphasing the 
message that empowerment is good. However, whilst the need for enhanced decision 
making ability is inherent within the concept of empowerment, it has not been explicitly 
addressed as a core skill requiring professional development input. This study will 
highlight whether this is an omission and there is a knowledge and skill deficit to be 
addressed. 
 
2.4 Leadership Theory and Decision Making 
Leadership is a well researched area with a number of different theories and 
propositions that have emerged over the years that underpin current thinking and 
trends. The political and professional backdrop to the policy documents and 
interventions surrounding the introduction of the role of the MM are grounded in the 
principals of transformational leadership. Inherent within transformational leadership 
are the concepts of empowerment and decentralised decision making. In order to 
appreciate the relevance of this relationship it is necessary to look at the corresponding 
theory of ͚tƌaŶsaĐtioŶal leadeƌship͛ to see hoǁ the ĐoŶĐepts of eŵpoǁeƌŵeŶt aŶd de-
centralised decision making are demonstrated through aŶ iŶdiǀidual͛s leadeƌship 
behaviours.  
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2.4.1 Leadership Behaviour 
A leader͛s ďehaǀiouƌ is the external manifestation of their attitudes and beliefs and it is 
how people experience that individual and subsequently respond to them (MRG 1982). 
A number of validated 360° leadership assessment tools, such as Leadership 
Effectiveness Analysis™ (Management Research Group (2003) and The 5 Practices of 
Exemplary Leadership (Kouzes and Posner 2007) are based on receiving feedback on a 
range of identified leadership behaviours. The premise is two fold: 
1. If you can identify the behaviours that are demonstrated by effective leaders, 
then anyone could choose to work on those behaviours and improve their 
leadership skills. 
2. If through feedback, an individual understands more about how others 
experience them through their behaviours, and the impact of those behaviours, 
then they would choose to modify some behaviours in order to be experienced 
differently.  
How a person makes decisions would be one of those behaviours that they could choose 
to modify. The manner in which a leader makes decisions influences how well received 
those decisions are and the willingness of people to implement them. If they have a 
predominant style then in part it will be a reflection of their belief about the nature of 
leadership and how to work with people to get the best from them. The theory of 
transformational and transactional leadership illustrates this principle very well. 
Transformational and Transactional leadership theory is demonstrated and experienced 
ďǇ otheƌs thƌough aŶ iŶdiǀidual͛s ďehaǀiouƌ. Hoǁ a leadeƌ ďehaǀes has a powerful 
influence on how others respond to them. This raises the issue of the relationship 
between the leader and how they use power and influence, concepts that are also 
relevant to the practice of decision making. There is an inclination to use the two terms, 
power and influence, synonymously, however, there are some subtle differences. In 
leadership terms, power is classically considered to be the ability to exert some degree 
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of control over other persons, things and events, typically through the position in the 
hierarchy that the leader holds (Hoel et al 2010, Bass 2006, Steers et al 1996). In 
contrast, influence is related more to the notion of personal power and is suggestive of 
the leader using more persuasive strategies. The type of power the leader chooses, the 
way they use it and the impact it has on their approach to decision making is a central 
tenant of the theory of transactional and transformational. 
2.4.2 Transactional Leadership 
Transactional leadership was particularly popular following World War II when 
͞oƌgaŶisatioŶs ǁeƌe ƌuŶ oŶ the ďasis of goals and objectives, and contingent rewards for 
those who were faithful and successful performers (Sims, Lorenzi 1992,p.296). It built 
upon the theory of power and influence by placing the emphasis on the two-way 
relationship that exists between the leader and the follower. The core of transactional 
leadership is the power a leader has to get things done because they can offer certain 
thiŶgs suĐh as ƌesouƌĐes oƌ ƌeǁaƌds, iŶ ƌetuƌŶ foƌ aŶotheƌ͛s Đommitment and good 
performance (Bass 2008; Crainer 1996). Alternatively they can use the threat of 
punishment or loss of a resource as a means of achieving a goal. In effect, there is a 
transaction, either explicit or implicit between the leader and the follower – if you do 
this for me, then I will do that for you (Northouse 2009; Bass 2008). Transactional 
leadership and decision making is more task orientated in its approach to getting the job 
done. As a result, it has begun to fade into the background during more recent years as 
the emphasis on leadership has become more focussed on empowerment and working 
with people, enabling them to make their own decisions and creating a culture where 
they want to iŵpleŵeŶt the leadeƌ͛s deĐisions. In this context, a transactional approach 
to (or style of) decision making is predicated on whether the decision they make and the 
manner in which they make it, will be sufficiently rewarding or coercive for other people 
to comply and implement the decision. A limitation of this theory is that it assumes that 
people are primarily motivated by [extrinsic] rewards the antithesis of the message of 
empowerment. 
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2.4.3 Transformational Leadership 
In contrast, transformational leadership draws more on the notion of the personal 
power of the leader engaging with the intrinsic motivation of the follower. The goal is to 
engage people with a process that  grows and transforms them as individuals (Stanley 
2006). The emphasis is on commitment and inspiring individuals to want to do 
something rather than compliance and doing things because they have to. As previously 
stated, transformational leadership has become the corner stone of the NHS 
modernisation agenda and the dominant theoretical approach underpinning the 
national leadership programmes. It is therefore also likely to be influencing the 
approach Modern Matrons might adopt when taking leadership and management 
related decisions. The literature (Bass 2008) reflects a feeling of greater equality and 
sharing of power in transformational leadership which then affords the follower a 
greater freedom of choice in the decisions that they take. The issue of ͚poǁeƌ͛ aŶd the 
different types of power that can exist will be discussed in more detail in section 2.4 
2.5 Decentralised Decision Making 
Decentralised decision making has become a concept that extends across a diverse 
subject area from battleground technology (Dekker 2003), through to business (Malone 
2004) and political (Temple 2000) paradigms. The literature spans decentralised decision 
making in regards to individual teams and organisations to national and global 
organisations such as the United Nations (Work 2001). The debates generally centre 
around the economic and/or social costs and benefits of centralised or de-centralised 
decision making. Little attention is given to the impact of decentralised decision making 
on the individual at a psychological level (Handy 1993). This point becomes relevant at a 
later stage in the literature review, when looking at the relationship between 
decentralised decision making and empowerment 
Decentralisation has been a central theme of NHS reforms during the last two decades 
(Goddard and Mannion 2006). The concept has gained further prominence, especially 
within nursing, with publications such as the NHS Plan (Dept of Health 2000) and 
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Shifting the Balance of Power (Dept of health 2001). It is identified as one of the four 
pillars of "New Labour's Third Way" approach to governing the country (Temple 2000) 
and is therefore at the forefront of all relevant legislation and policy development 
within healthcare.  
Decentralised decision making is a combination of two concepts; decentralised and 
decision-making, both of which can be used independently of each other. In order to 
clarify their combined meaning, it is important to look at the words as single entities. 
The table below first looks at each word separately and then identifies key points arising 
from that process.  The Oxford Dictionary and Thesaurus (2001) identifies the following 
key attributes 
Table 2: Defining Decentralised Decision Making 
 Decentralise Decision  Making 
Dictionary 
Definition 
Transfer 
(authority) 
from central to 
local 
government. 
Conclusion or resolution 
reached after 
consideration. 
The action or process of 
deciding. 
The quality of being 
decisive 
Form by putting parts 
together or combining 
them. 
Cause to be or come 
about. 
Force to do something 
Thesaurus  Resolution, conclusion, 
settlement, resolve, 
determination, choice, 
option, selection 
Come to, settle on, 
determine on, 
conclude. 
Construct, build, put 
together 
Key Points Is authority 
transferred as 
readily as 
responsibility 
and 
accountability? 
Implicit is need for options 
and freedom to choose. 
Skills/competency required 
in order to make effective 
decisions 
Requires knowledge of 
or access to wider 
picture in order to 
form. 
Some people may feel 
dumped on/forced to 
make decisions 
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These definitions of decentralisation and decision making are consistently reflected in 
the literature and encapsulated by Brady (2003,p.3) as "the location of decision making 
rights or responsibilities away from the centre". Decentralisation is in effect about 
'letting go.' The challenge is to identify and put in place processes that will support 
activity that fosters this type of behavior. This issue was recognised and addressed in 
part by the implementation guidance that accompanied the introduction of the role of 
the MM which indicated that those MMs who have the appropriate expertise and 
knowledge of the local context should be given sufficient authority to take those 
decisions and have them implemented.  
Decentralised organisational structures can only function if those leading and delivering 
clinical services have sufficient authority and feel empowered and supported by central 
management, to make significant and far reaching changes in the organisation of their 
own services (Senge 2006). If the process is to work, there are clear antecedents that 
Ŷeed to ďe iŶ plaĐe suĐh as the ͞ŵutual shaƌiŶg of ƌesouƌĐes aŶd oppoƌtuŶities͟ 
(Rodwell 1996,p.5). This requires Modern Matrons to be able to influence upwards and 
outwards, demonstrating an understanding of and contributing to the strategic 
management and direction of services as a whole. Whilst this clearly takes the clinician's 
involvement in decentralised decision making beyond the direct delivery of clinical care 
to influencing and shaping future service delivery, it is also in line with government 
policy to "involve clinicians in all levels of decision making" (Dept. of Health 2001,p.23). 
To be successful, it requires someone to be willing to facilitate the decentralised 
decision making process and another person to be willing to accept it (Rodwell 1996). 
This requires a high level of partnership working and mutual respect and these are 
cultures and relationships that develop over time as opposed to overnight. The 
Department of Health (2001:24) recognises the importance of these factors and  that 
"the cultural shift needed will in many ways be more crucial to the success of the 
[leadership] project than new management structures." 
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Implicit within the concept of decentralised decision making is the notion of a transfer 
of authority from one person or group to another to give someone else the permission 
to make the decision.. The challenge this poses is that authority is often equated with 
power and therefore what is required is a transfer or sharing of power in order for 
decentralisation to occur. Power, therefore becomes an essential part of the literature 
review. 
 
2.6 Power 
Power is a concept that has been discussed at length within both nursing and the wider 
literature. For the purposes of the study, this section will look briefly at the broader 
context of power before focusing on power in the context of leadership and 
organisations and how that relates to decision making. Amongst those who have 
reflected on and studied the concept of power, there is general agreement that it is a 
complex and contested concept that is of concern and relevance to everyone, but with 
no firm agreement on how to define or measure it (Luke 2005, Mackenzie 1979). The 
tension is peƌhaps ďest suŵŵed up ďǇ Luke͛s ;2005,p.ϭͿ oďseƌǀatioŶ that ͞Poǁeƌ is 
΀aĐtuallǇ΁ at its ŵost effeĐtiǀe ǁheŶ least oďseƌǀaďle.͟ This is aŶ iŶteƌesting suggestion 
for the analysis of the data from this study – how do you determine the relevance or 
otherwise of power to leadership and management decision making if, when it is 
working well, it is difficult to see? 
The challenge for this study is that ŵuĐh of the ͚ĐlassiĐal͛ liteƌatuƌe oŶ poǁeƌ (Foucault 
1980, 1995) appears to be about the domination of one group or individual over 
another, generally to the advantage of the former and the disadvantage of the latter. In 
contrast, in regards to the role of the MM, Read et al (2004) talks about power in terms 
of having the ͚poǁeƌ to do soŵethiŶg.͛ ďecause they have the authority to act  or to 
require others to act. Focussing on power to as opposed to power over opens up a wider 
literature base from which to discuss the concept of power, mainly the leadership and 
organisational development literature, including the discussions on empowerment.  
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2.6.1 Leadership and Power and Decision Making 
MMs are expected to be leaders and whilst early examples of studies in regards to 
leadership, power and influence come from corporate settings, Kotter (1985,p.4)  
contends that the findings and principles are equally applicable to hospitals. This 
applicability to hospitals continues to hold value as individual NHS Trusts move towards 
operating in a more financially independent and corporate manner as single business 
entities within the overall framework of the NHS. With a predominant philosophy of 
transformational leadership, if a leader wants a decision implemented or a performance 
level achieved, they need to be able to influence their followers to achieve greater 
performance and their superiors and peers to make important decisions. This reflects a 
similar finding by Bal et al (2008,p.5) from The Centre for Creative leadership, who from 
their research in this area observed that ͞the concept of power and leadership are 
interconnected. Whilst an individual may exert power without being a leader, an 
individual cannot be a leader without having power.͟  
The following section will look at an extensively cited framework on power and 
leadership by French & Ravens (Daft 2009; Yukl 2002) which is frequently included in 
leadership development programmes that addresses the issue of power and how to 
manage it to best effect in order to be an effective decision maker. It encompasses the 
notion of position and personal power and provides a useful framework from which to 
reflect on the use of power in regards to decision making in this study 
 
2.6.2 Types of Power: Position and Personal  
FƌeŶĐh aŶd ‘aǀeŶs ;ϭϵϱϵͿ ideŶtified fiǀe ͚ďases͛ oƌ souƌĐes of soĐial poǁeƌ, which they 
described as: reward, coercive, legitimate, referent and expert. This model has since 
ďeeŶ ďuilt upoŶ aŶd eǆpaŶded to iŶĐlude tǁo additioŶal poǁeƌ ďases, ͚ĐoŶŶeĐtioŶ 
poǁeƌ͛ aŶd ͚iŶfoƌŵatioŶ poǁeƌ.͛  
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These potential sources of power have then been grouped by Bass (1960) into two 
broad seats of power – position and personal power. Position power, as the name 
implies, can be related to those sources of power that are related more to the role of 
the MM than to the individual incumbent of that role and encompasses legitimate, 
reward, coercive and connective power. As already identified, it is associated with a 
transactional leadership style. Generally, to have high position power, an individual 
needs to have a more senior role in the organisation than those around them. In 
contrast, Personal Power is less about the role and all about the individual person and 
includes referent, expertise and information power. As a result a person can be at any 
level in the organisation and have high personal power.  
 
Position Power 
PositioŶ poǁeƌ giǀes the holdeƌ aĐĐess to ǁhat HaŶdǇ ;ϭϵϵϯͿ desĐƌiďes as ͚iŶǀisiďle 
assets.͛ This iŶĐludes ͚iŶfoƌŵatioŶ͛ aŶd ͚ƌight of aĐĐess͛ to either information or people 
or sources of information. In regards to decision making, information is critical and 
therefore the more information a person can gain access to as a result of their position, 
the more data they can use to help inform the decision they take. Right of access refers 
more to the networks that a person can now access due to the position they hold, that 
are not available to others, which in turn leads to access to more information. In this 
study, right of access is relevant as the degree of position power will in part be a 
ƌefleĐtioŶ of the oƌgaŶisatioŶ͛s Đultuƌes aŶd stƌuĐtuƌes and the level of importance it has 
attached to the role of the Modern Matron. This in turn will indicate how much position 
power the organisation has given to the role, which in turn may influence the MMs in 
their approach to decision making and the strategies that they use. 
Position Power is comprised of four components. These are illustrated in the figure 
below and then described in the underpinning text. 
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Figure 2: Position Power  
 
 
 
 
 
 
Legitimate power 
Stogdill (1981,p.186) describes legitimate poweƌ as ďeiŶg ͞ďased oŶ Ŷoƌŵs aŶd 
expectations held by group members regarding behaviours [considered] appropriate in 
a given role.͟ It is the poǁeƌ that is ŶatuƌallǇ assoĐiated ǁith the positioŶ aŶd title, of, in 
this case a MM and can be automatically assumed by anyone holding that position 
within that organisation. As a MM, it is assumed that they have the right to do certain 
things. In the context of this study that means the right to take certain decisions. This 
͚ƌight͛ to decide, comes through mechanisms such as job descriptions, role requirements 
and invitations to attend certain meetings. 
Legitimate power is important for the MM role as it gives them a level of authority, that 
in a naturally hierarchical system means that many people will, if they think the MM has 
a legitimate right to decide on a course of action, feel obligated to comply with (Nesler 
et al 1993). The limitation of relying too heavily on this type of power for decision 
making is that it can result in short termism and is synonymous with a culture of 
transactional leadership – good for decision making in crisis situations, but may not 
engage staff for the longer term.  
 
Coercive 
Legitimate 
Connective 
Reward 
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Reward power 
Reward power, or resource power as it is sometimes called, requires one person to have 
the control to make decisions over something, usually resources in the form of money 
or permission to do  something that someone else wants. The risk is that it has negative 
connotations of bribery (Handy 1993), implying that a person can be bought. In MM 
terms, it is more likely to be associated with decisions to give someone study leave, pay 
Đouƌse fees, agƌee off dutǇ ƌeƋuests oƌ otheƌ ͚loĐalised͛ issues. 
Coercive power 
This can be an overt statement that if you do not do x, then y will happen. Alternatively, 
as is often the case, it may be more subtle and implied or evident through non verbal 
behaviour or patterns of action (or non action) that emerge over time. French and 
Ravens (1959,p.158) acknowledge that it can be a fine line distinguishing between 
reward and coercive poǁeƌ as theǇ ĐaŶ ďe seeŶ as tǁo sides of the saŵe ĐoiŶ. ͞Is the 
withholding of a reward really equivalent to a punishment or a coercion to do 
soŵethiŶg ďeĐause if Ǉou doŶ͛t theƌe ǁill ďe a Ŷegatiǀe ĐoŶseƋueŶĐe of soŵe kiŶd? Is 
the withdrawal of punishment eƋuiǀaleŶt to a ƌeǁaƌd?͟ FƌeŶĐh aŶd ‘aǀeŶs ;ϭϵϱϵ,p.ϭϱϴͿ 
go oŶ to eǆplaiŶ that the diffeƌeŶĐe is iŵpoƌtaŶt ďeĐause the use of ͞ƌeǁaƌd poǁeƌ ǁill 
iŶĐƌease the attƌaĐtioŶ of ΀the leadeƌ΁, ĐoeƌĐiǀe poǁeƌ ǁill deĐƌease this attƌaĐtioŶ.͟ IŶ 
other words, people are more likely to do something for the leader, support and 
implement a decision, if they perceive that there will be a reward for them, it becomes a 
more attractive proposition. Reward and coercion are reflective of the earlier discussed 
transactional approach to leadership and therefore decision making. The use of power 
in a coercive manner would not be considered appropriate in a modern NHS. 
Connective power 
This is an addition to the original model and refers to the increased connections that 
come with a particular position. The more senior people that you will get to meet, the 
more privileged information that you will gain access to, the more people who will come 
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and speak to you because they want to be seen as being connected to the post you hold 
as theǇ peƌĐeiǀe it ǁill ďe ďeŶefiĐial to theŵ. The latteƌ ŵaǇ ďe ĐolloƋuiallǇ Đalled ͚Ŷaŵe 
dƌoppiŶg.͛ However, all these characteristics offer the MM opportunities that they could 
use to help them in regards to their leadership and management decision making. 
To ďe of ǀalue, ͞positioŶ poǁeƌ has to ďe ultiŵatelǇ uŶdeƌǁƌitteŶ ďǇ ΀the oƌgaŶisatioŶ 
in the form of] either physical or resource power͟ (Handy 1993,p.128).  In other words, 
the role has to have some overt, measurable backing of the organisation. In theory, this 
should be evident with the MMs as the Health Service Circular 2001/010 – 
Implementing the NHS Plan – Modern Matrons made it clear that the introduction of 
the role required a clear level of organisational support and authority, to be evidenced 
through factors such as administrative resource and clear lines of accountability. It 
would be reasonable to expect some different facets of Position Power to be evident at 
different points in time within the MM͛s appƌoaĐh to deĐisioŶ ŵakiŶg. 
Whereas position power comes with the territory and the job the person has, personal 
power is given to an iŶdiǀidual ďǇ otheƌs. It is otheƌs͛ perception of the individual that 
results in them having high or low personal power rather than the named position that 
they have within the organisation. It is generally more subtle than position power and 
not as easy to observe, but that can mean it is more effective Luke (2005). 
Figure 3:  Personal Power 
 
 
 
 
 
Information 
Referent Expert 
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The individual can earn personal power, but they cannot demand it. Its influence on 
decision making is therefore quite different and is generated through very different 
channels. 
Bal et al ;ϮϬϬϴ,p.ϴͿ uŶdeƌtook a studǇ to test out the pƌeŵise that ͞poǁeƌ eǆteŶds faƌ 
ďeǇoŶd the foƌŵal authoƌitǇ that Đoŵes fƌoŵ a title.͟ What theǇ fouŶd ǁas that ͞the 
top three most frequently leveraged sources of power were the power of: 
1. information 
2. expertise  
3. relationships 
 
This correlates with French and Ravens (1959) work on Personal Power, which identifies 
three power bases: expert, information and referent. The emphasis is slightly different 
between the power of relationships and referent power, but they are similar in nature.  
Information power 
From their 2008 study, Bal et al identified that the perception of power comes not just 
from the possession of information but from the way an individual controls and 
communicates it. This includes: being a conduit for informing others by being well 
connected to a diverse range of people; informing others and making information easily 
available to support decision making aŶd ďǇ usiŶg the iŶfoƌŵatioŶ aǀailaďle to ͚sell aŶ 
idea͛ to peƌsuade aŶd iŶflueŶĐe otheƌs. It is a source of power that the MM can actively 
increase (or decrease) depending on how they use and share their access to 
information. 
Expert power 
This poǁeƌ is aďout the iŶdiǀidual͛s oǁŶ kŶoǁledge aŶd eǆpeƌtise aŶd the ŵaŶŶeƌ iŶ 
which they use it. How the MMs͛ Đhoose to shaƌe theiƌ eǆpeƌt kŶoǁledge ǁith otheƌs 
will be critical as to whether the expertise is viewed as powerful and beneficial by 
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colleagues and so strengthening their personal power base, which in turn should give 
them an additional avenue for engaging people with their decisions. As the ten key 
responsibilities of MMs include leading by example and empowering nurses to take on a 
wider range of clinical tasks, then having appropriate expertise and sharing it with 
others should be central to the decisions MMs take. 
Referent power 
Referent power is characterised by one person strongly identifying with another and 
having a desire to be associated with them or what they believe they represent or stand 
for (French and Ravens 1959). Stodgill (1974) cites a study by Hurwitz, Zander and 
Hymovitch which showed that individuals with a higher referent power rating were 
better liked and more accepted.  The impact, in regards to decision making is that if a 
MM has high referent power, then it is likely to be easier for them to engage people 
with the decisions that they are making and people will want to be involved because 
they like the MM who is making the request. 
The ĐoŶstƌuĐt of peƌsoŶal aŶd positioŶ poǁeƌ suppoƌts aŶ iŶteƌpƌetatioŶ of ͚poǁeƌ͛ as 
the capacity to do something, not necessarily the actioning of that power over people or 
things (Kotter 1985). This interpretation of power links to the concept of empowerment 
– that as a leader you can strengthen your position and power base by enabling others 
to advance or strengthen theirs.  This will be explored further in the next section. 
The key issue for MM decision making is that they have access to these different sources 
of poǁeƌ. What ǁe doŶ͛t kŶoǁ is the eǆteŶt to ǁhiĐh theǇ uŶdeƌstaŶd aŶd use these 
power types to help them with the types of decisions they have to make in differing 
contexts and circumstances. 
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2.7 Empowerment and decision making  
Empowerment is a term that is at risk of being under-valued through current over use (Hage & 
Lorenson 2005) and often misuse of the concept. It is a parallel concept to decentralised 
decision making that is often used within  government documents and wider literature. 
Its origins are iŶ the latiŶ ǁoƌd ͚poteƌe͛ ŵeaŶiŶg ͚to ďe aďle to.͛ IŶ this iŶstaŶĐe, that 
means through the acquiring, transferring, sharing or delegation of power (Bradbury et 
al 2010, Rodwell 1996). Within the context of nursing, empowerment is discussed with 
reference to either the psychological development of the individual nurse or nursing 
student and the standing of the profession as a whole (Manojlovich 2011, Kuokkanen & 
Leino-kilpi 2000). In both instances it is about the ability to enhance and develop self 
worth and self esteem in order to expand horizons, increase influence and maximise 
potential. This in turn results in both the individual and the profession being more 
confident and willing to take on more challenging roles and responsibilities and higher 
levels of decision making.  
A feeling of empowerment can be derived from ͚informal͛ or ͚personal power͛, such as 
personal networks and alliances or through a sense of feeling supported through ͚formal 
power͛ related to organisational structure and culture (Laschinger et al 2009). Findings 
from the research on workplace empowerment conducted by Kanter (1997) and The 
Modern Matron study conducted by Read et al (2004) would suggest that both sources 
of empowerment are likely to be important for this study as it is a crucial step in the 
process of establishing effective decentralised decision making. Without a culture of 
empowerment, people are unlikely to be willing to positively engage with the principles 
and practices of decentralised decision making.  
The role of the leader as an empowerer, is to trust staff to be able to take decisions on 
issues that are important (Redfern 2008). To do this, they need to use their position and 
influence within the organisation to create an environment with appropriate systems 
and processes in place that help to foster the principles of empowerment. This in turn 
will help people to behave like responsible adults (Manthey & Miller 1994) and inspire 
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and motivate them to perform at a higher level (Khaleelee and Wolf 1996). Moss Kanter 
(1977) identifies a number of practical strategies that leaders and organisations can take 
to help re-dress any power in-balances and create a more empowering environment in 
which leaders can then operate as empowering agents, one of these is 
͚deĐeŶtƌalisatioŶ.͛ The otheƌs may featuƌe iŶ the studǇ͛s fiŶdiŶgs iŶ ƌegaƌds to faĐtoƌs 
that help or hinder MM decision making and include:  Flattening organisational hierarchies  Decentralisation  Open communication strategies  Sponsorship  Peer alliances 
Flattening organisational hierarchies and decentralisation are part of the same process. 
To effectively decentralise processes and decision making requires a reduction in the 
number of organisational layers. Likewise, to flatten an organisational hierarchy requires 
a culture of decentralisation decision making that supports the principle of decisions 
being taken at whichever level is most appropriate to the issue. Within this symbiotic 
process is the issue of authority and how that is handed over to the person now making 
the decision. 
 
2.8 Authority 
The transfer of authority is a key attribute of decentralisation. It is also a word that is 
associated with power and often used interchangeably and therefore requires some 
further exploration. Authority can refer to a person or organisation having official power 
and the right to give orders and enforce obedience. It is also associated with recognised 
kŶoǁledge aŶd eǆpeƌtise ƌesultiŶg iŶ soŵeoŶe ďeiŶg desĐƌiďed as ͚aŶ authoƌitǇ oŶ a 
particular suďjeĐt͛ (The Oxford Dictionary and Thesaurus 2001). 
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Commensurate authority is identified within the literature as a key facet of 
decentralised decision making (Bass 2008; Acorn et al 1997; Simpson 1994). That is, 
having sufficient position power and authority to provide an individual or group with the 
licence or mandate to make the decisions that are required.  
Levels of authority are traditionally thought of in hierarchical terms. A person who is 
further up in the organisational hierarchy (position power) has more authority and 
position power than someone lower down. This is often cultural rather than because 
they are the most appropriate person to make the decision (Handy 1993). However, 
authoƌitǇ ĐaŶ ďe delegated aŶd soŵeoŶe ǁith a ͚loǁeƌ͛ positioŶ iŶ hierarchical terms 
can carry or be given a higher level of authority in relation to a specific task/duty.  
Therefore a clearer interpretation of authority is one that can relate to a specific task or 
decision as well as to a more general level of authority attaĐhed to a peƌsoŶ͛s ƌole oƌ 
position within the organisation. In otheƌ ǁoƌds ͚authoƌitǇ͛ ĐaŶ ďe assoĐiated ǁith a 
peƌsoŶ͛s eǆpeƌtise (personal power) as well as to their title/status (position power).  
This requires managers to believe and have the confidence that the people who are 
doing the job generally know more about it and are therefore better placed to be the 
decision makers. The belief then needs to be supported by the appropriate delegation 
of authority to enable them to make those decisions. The aim is that individuals who are 
responsible and accountable for an issue have the commensurate level of decision 
making authority to enable them to fulfill those responsibilities (Drucker 2001; Manthey 
1989). The following framework was constructed by Manthey (1989) to help people 
determine the level of authority that they were either delegating to someone, or 
receiving from another person in relation to a specific task or sphere of responsibility. 
The level of authority a person has provides some context for the type of decision they 
could make. 
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Figure 4: Levels of Authority 
 
 
 
  
 
 
                                                
 
When deciding on what level of authority to allocate someone, a manager will consider 
their practical competence to do the job on the one hand, but maybe also their level of 
credibility, that is, how they are viewed by others and whether they have sufficient 
position and/or personal power to manage the whole situation. The following section 
discusses the concept of credibility, what it is it and its relevance to decision making. 
 
2.9 Credibility  
Credibility in relation to clinical competence, was a theme that arose from the findings 
of the RCN study (Read et al 2004,p.149) as an important requirement for the role of 
Modern MatƌoŶ. It ǁas seeŶ as addiŶg to a peƌsoŶ͛s ͚peƌsoŶal poǁeƌ͛ aŶd eŶhaŶĐiŶg 
their authority. Therefore, for this study, it will be necessary to understand whether 
credibility, clinical or otherwise, has an influence on how the MMs make leadership and 
management related decisions.  
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Much of the literature tends to focus on credibility in regards to machinery or 
equipment and the reliability of an instrument to measure or do something accurately 
and therefore to produce credible results. In comparison, there is relatively little in 
relation to credibility, when applied to a person, with Kouzes and Posner (2007; 2003), 
Handy (1993) and Kotter (1985) being the main authors.  
CƌediďilitǇ is iŶ esseŶĐe aďout ͚tƌust͛ iŶ ƌelatioŶ to ďoth ĐoŵpeteŶĐǇ to do the joď aŶd as 
a personal characteristic that you are trusted as a person. Its value is succinctly 
suŵŵaƌised ďǇ Kotteƌ ;ϭϵϴϱ,p.ϰϬͿ as ͞a Đƌediďle tƌaĐk ƌeĐoƌd aŶd the ΀ƌesultiŶg΁ 
reputation it earns can help one develop and maintain good working relationships with 
otheƌs iŶ a fƌaĐtioŶ of the tiŵe that is ƌeƋuiƌed if those poǁeƌ souƌĐes aƌe aďseŶt.͟ 
Therefore in a complex, people focussed environment such as the NHS strong credibility 
is clearly an asset.  Credibility is fluid and therefore contextual. It can be strong in one 
area and with one group of people and missing or not yet established with another 
(kouzes & Posner 2007; Handy 1993). As the remit of the MM is to extend their 
influence beyond the traditional role of Charge Nurse then it is possible that their 
perceived credibility by others may vary according to the environment in which they are 
operating. 
The importance of credibility was recognised by the Department of Health when issuing 
the guidance for appointing MMs. They stated that MMs would need to be respected 
professionals and experienced clinical managers. In effect, people who had, over time, 
gained the trust and confidence of staff. Credibility is the consequence of values that are 
oďseƌǀaďle aŶd eǆpeƌieŶĐed ďǇ otheƌs thƌough aŶ iŶdiǀidual͛s behavior resulting in 
respect and loyalty for them as a person and the decisions that they take (Kouzes and 
Posner 2003). 
Credibility is not a direct decision making strategy, but the literature would suggest that 
it ĐaŶ haǀe a sigŶifiĐaŶt iŶflueŶĐe oŶ aŶ iŶdiǀidual͛s decision making and how it is 
received. Kouzes and Posner (2003,p.ϰϲͿ desĐƌiďe ͞eaƌŶiŶg ĐƌediďilitǇ as a ƌetail aĐtiǀitǇ͟ 
that is achieved through the leader being visible, accessible and making regular small 
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contributions. This latter point is important as they found through their research that it 
was the small actions, made on a regular basis that made the difference – ͞phǇsiĐal aĐts 
of shaking a hand, touching a shoulder, leaning forward to listen. By sharing personal 
experiences, telling their own stories and joining in dialogue, leaders become people, 
Ŷot just holdeƌs of positioŶs.͟ IŶ otheƌ ǁoƌds it is the ƌelatioŶships that leadeƌs estaďlish 
with others that significantly contribute to them being viewed as credible and someone 
whose decisions should be respected and implemented.  
 
2.10 General Decision Making Literature 
Whilst the nursing literature around decision making may be primarily restricted to 
clinical decision making and patient choice, there is a large body of knowledge in 
regards to decision-making theory and research (Bazerman 2002; Baron 1988) outside 
of healthcare that could potentially be applied to enhance our understanding inside 
healthĐaƌe. Dƌapeƌ ;ϭϵϵϬͿ ĐoŶteŶds that ŶuƌsiŶg is a ͚uŶiƋue͛ ĐoŶteǆt aŶd theƌefoƌe 
caution should be exercised when applying non nursing theories. However, this 
approach of cross discipline review is supported by others who have proposed the value 
of exploring non-nursing theories to provide insight and strategies in nursing situations 
(Standing 2008; Cader, Campbell and Watson 2005; Mckenna 1993).) 
The next section will review some key features of the theory and practice of the 
discipline of decision making in order to highlight relevant aspects for this study. In 
particular, it will look at a definition of decision making and a range of different decision 
making processes and approaches. 
 
2.10.1 Definition of decision making 
Decision-Making means the process of being able to put all the parts together and reach 
a conclusion or resolution. An integral feature of decision making is the issue of choice. 
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In order to make a decision, an individual or group needs to have options from which 
they can select.  Implicit within that process is having the knowledge or access to the 
relevant information in order to make the decision, along with the relevant skills and 
competency required in order to make effective decisions.    
Galotti (2002,p.1) describes decision making as ͞the mental activities that take place in 
ĐhoosiŶg ďetǁeeŶ alteƌŶatiǀes͟ aŶd that ͞tǇpiĐallǇ these decisions are made under 
conditions of some uŶĐeƌtaiŶtǇ,͟ ǁhiĐh is reflective of the day to day working 
environment of the MM. In addition, there might not be any clear criteria against which 
to assess the decision. All of which allows the process of decision making to be 
iŶflueŶĐed ďǇ aŶ iŶdiǀidual͛s pƌefeƌeŶĐe ;Pitz aŶd “aĐhs ϭϵϴϰͿ. This preference may 
relate to a comfort level with certain approaches to making a decision or whether one 
option is more acceptable, for whatever reason than another option.  
So how do individuals cope?  One strategy is to rely on their intuition, what feels like the 
right thing to do in a given situation. Another strategy would be to do what the wider 
decision making literature suggests they may do irrespective of how much information 
is accessible to them – that is to apply the more intangible approach and generally 
implicit strategy of using heuristics. 
2.10.2 Heuristics 
 Heuristics are rules, or short cuts, (Pritchard 2006; Bazerman 2002) that we each use, 
generally at a subconscious level, that influence our judgement about a situation, which 
in turn influences the decisions that we subsequently make. They are a way of rapidly 
making sense of the situations we face and framing them so that they feel manageable. 
As with all short cuts, they are a means to an end and not a fail-safe rule (Facioni 2007). 
The ǀalue of heuƌistiĐs aƌe that theǇ pƌoǀide ͞tiŵe pƌessuƌed ŵaŶageƌs aŶd otheƌ 
professionals with a simple way of dealing with a complex world, usually producing 
correct or paƌtiallǇ ĐoƌƌeĐt judgeŵeŶts͟ ;BazeƌŵaŶ ϮϬϬϮ,p.ϲͿ. Whilst generally, the 
literature suggests that heuristics are a reasonable means of managing a complex world, 
Pitz aŶd “aĐhs;ϭϵϴϰ,p.ϭϰϬͿ ask ͞is that ƌeallǇ the Đase oƌ just a ƌespoŶse to a liŵitatioŶ 
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in humaŶ judgeŵeŶt/ĐogŶitiǀe aďilitǇ?͟ This is a ǀalid poiŶt, ŵaǇďe if ŵoƌe tiŵe ǁas 
given to teaching people decision making strategies and competencies, then maybe 
there would be less reliance on heuristics. However, in general, the literature does not 
differentiate between those that are well educated or less well educated about decision 
making strategies when discussing heuristics –it is viewed as an integral part of being 
human that to a greater or lesser extent we rely on heuristics, some of which will be 
quite individual to us and some that will be in common with other people. The key is our 
level of self awareness of our heuristics. 
 
2.10.3 Process of decision making 
People think that theǇ just ͚ŵake a deĐisioŶ͛ ǁheƌeas iŶdiǀiduals aĐtuallǇ go thƌough a 
number of stages and choices (consciously or unconsciously) just to arrive at the point 
of making a decision. Firstly there is how the individual arrives at the point of 
recognising that a decision needs to be made. In order to respond to a situation, a 
person must encode the information available and develop a representation or mental 
model for the problem (Pitz & Sachs 1984,p.147). That mental model will draw upon 
their experience and knowledge to date to establish the nature of the situation and 
whether they see it as a problem to be solved, a challenge or a routine every day 
scenario requiring a decision. 
Judgement – The individual characteristics and factors one person brings to a situation. 
How they form a judgement regarding a situation will be influenced ďǇ the peƌsoŶ͛s 
values, beliefs and experiences and the approach(es) they use to form that judgement. 
This iŶ the fiƌst iŶstaŶĐe, ǁill iŶflueŶĐe ǁhetheƌ iŶ the iŶdiǀidual͛s judgeŵeŶt theƌe is a 
decision to be made. 
Options – The options generated will agaiŶ ďe iŶflueŶĐed ďǇ the peƌsoŶ͛s ǀalues, ďeliefs 
and experiences but also by the strategies and techniques that they use to generate 
those options and the context in which the decision making situation is occurring 
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Decisions – The action and outcome resulting from the two previous processes.  
A person might use any number, variant or combination of strategies in different 
decision making scenarios (Pitz and Sachs 1984,p.143)  
 
2.10.4  Rational or Intuitive decision making?   
As discussed earlier in this chapter, there are two broad dimensions of decision making 
that are implicit within much of the nursing literature on clinical decision making, 
rational or intuitive driven decisions. Decisions can be made through a process of 
rational analysis, using a clear framework such as a Care Pathway or a computerised 
deĐisioŶ suppoƌt tool. AlteƌŶatiǀelǇ, deĐisioŶs aƌe dƌiǀeŶ ďǇ ͚iŶtuitioŶ,͛ ǁhat the Ŷuƌse 
believes is the right thing to do in a given situation as a result of their experience and 
expertise. Scott et al (2010) suggest that intuition rather than analysis is the dominant 
approach in clinical nursing. In using these dimensions of decision making, this study 
ŵight ďe aďle to deŵoŶstƌate ǁhetheƌ that ͚doŵiŶaŶĐe͛ of iŶtuitiǀe ďased deĐisioŶ 
making extends to leadership and management situations. In addition, these two 
dimensions are proven and extensively referenced in the broader decision making 
literature (Bazerman 2002, Baron 1994) and therefore lend themselves to one intention 
of this study which is to draw upon decision making theory from a wider literature base 
to add value to and integrate with nursing decision making. Adair (2007) and Dreyfus 
and Dreyfus (1980) have been chosen as representative of rational and intuitive decision 
making frameworks because: 
 They can be found in both the business and healthcare literature databases and 
therefore have a credibility in both sectors 
 Their initial work has been built upon and extended demonstrating its relevance 
in current healthcare 
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 DƌeǇfus aŶd DƌeǇfus͛s ǁoƌk has been developed by Benner (1984) and underpins 
her novice to expert work 
 Adair is a published author on leadership as well as decision making and is on the 
recommended reading list for the Department of Health national leadership 
programmes 
The general decision making literature is vast and experts within the subject generally 
specialize in certain areas of decision making theory and philosophy. To attempt to read 
this breadth of literature before undertaking the study was not practical or appropriate 
and to read only a selected part of the literature might result in the use of an  unfamiliar 
or inappropriate model that could distort the analysis. Therefore the reason for any 
selective reading needed to be carefully considered and acknowledged within the 
analysis of the data. Following a discussion with the research supervision team a 
conscious decision was taken to read some identified generalised decision making texts, 
recommended by The Centre for Decision Making Research, University of Leeds. This 
reading combined with the review of the nursing literature on decision making identified 
rational and intuitive decision making as valid frameworks that were recognised in both 
the nursing and decision making theory literature. They used a language and illustrated 
issues that would be recognizable to the Modern Matrons which would help them 
engage with the findings and application of any new learning and insights.  In addition, 
as a researcher new to the area of decision making research, I felt I understood the 
theory underpinning these frameworks and could constructively use them as reference 
points for the discussion of the data analysis.  
As highlighted, rational and intuitive decision making are just two of a number of well 
tested decision making frameworks designed to enable the user to make the best 
decision possible in the circumstances available. However, people frequently either do 
not use these models or abandon them part way through (Bazerman 2002). This 
illustrates the crux of the issue in relation to ƌatioŶal aŶd iŶtuitiǀe deĐisioŶ ŵakiŶg. ͞The 
rational model is based on a set of assumptions that prescribe how a decision should be 
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made as opposed to the intuitive approach which describes the reality of how a decision 
is ŵade͟ ;BazeƌŵaŶŶ ϮϬϬϮ,p.ϰͿ. IŶ essence, this reflects the tension between following 
a well researched, logical and prescriptive approach to decision making and a more 
descriptive approach that captures the reality of how decisions are generally made in 
the complex and messy environment of a work context. In a healthcare context it could 
be equated to the on-going challenge of getting evidence into practice. 
Bazermann 2002,p.4) succinctly identifies specific factors that will be instantly 
recognisable to anyone working in a leadership position within the NHS. They include: 
 Lack of important information on the definition of the problem   Lack of important information on the relevant criteria for making a decision  Time and cost constraints limit the quantity and quality of available information 
 
In cognitive continuum theory terms the above would illustrate a lack of both task 
structure and relevant information that would result in a person making a more intuitive 
decision. Benner(1984) would review the significance of the above points in relation to 
the level of expertise that the decision maker holds. If the individual is an expert 
practitioner then they may be able to compensate for the lack of information and 
resource constraints as their expertise and experience may enable them to establish the 
one critical piece of information or to find other means of establishing important 
information. This may also be the case for MMs as they become more experienced and 
the role more established. However, if the individual lacks expertise and experience, 
then the above points could indicate a situation that is high risk. 
 
2.11 Decision making frameworks and models 
Decision making frameworks are accepted as an important and in many cases, essential 
component of clinical decision making, because adopting a ͞stƌuĐtuƌed appƌoaĐh to 
pƌoďleŵ solǀiŶg aŶd deĐisioŶ ŵakiŶg iŶĐƌeases ĐƌitiĐal ƌeasoŶiŶg͟ ;MaƌƋuis & HustoŶ 
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ϮϬϬϵ,p.ϱͿ. The ŵajoƌitǇ of ƌeĐogŶised ĐliŶiĐal ĐoŶditioŶs ǁill haǀe a ͚Đaƌe oƌ deĐisioŶ 
pathǁaǇ͛ to help iŶfoƌŵ deĐisioŶs ƌegaƌdiŶg patieŶt Đaƌe and to support the 
achievement of consistent, high quality decisions regarding the appropriate next clinical 
steps. Similarly, there are numerous policies MMs can turn to in regards to specific 
managerial issues such as staff performance and health and safety that provide clear 
information to guide decision making within their own organisation or profession. 
However, these can only provide direction for pre-identified situations, there are a 
ŵǇƌiad of otheƌ sĐeŶaƌios ǁheƌe theƌe isŶ͛t aŶǇ pƌesĐƌiptiǀe guidaŶce and the decision 
making is more subjective.   
 
2.11.1 Intuitive decision making framework 
Intuitive decision making, also kŶoǁŶ as ͚desĐƌiptiǀe͛ deĐisioŶ ŵakiŶg is something that 
to a greater or lesser extent we all do. The conscious use of intuition in daily decision 
making is seen as one of the critical skills of effective leadership. Great leaders actively 
call on their intuition to enhance decision making, whereas less effective leaders are 
viewed as relying on and putting too much emphasis on traditional [rational] 
approaches (Chapman & Sonnenberg 2000). Intuitive decision making, colloquially 
desĐƌiďed as a ͚gut feeliŶg͛ is a ƌeĐogŶised featuƌe of ͚eǆpeƌt Ŷuƌse pƌaĐtiĐe͛ ;Aloi 2006; 
Benner 1984). Its value is that it enables individuals to make quick decisions in a real 
world environment which is often complex and messy (Klein 2004). 
Dreyfus and Dreyfus (1986) describe six key aspects of Intuitive decision making: 
1. Pattern Recognition   
2. Similarity Recognition 
3. Common Sense Understanding 
4. Skilled Know How 
5. Sense of Salience 
6. Deliberative Rationality 
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They do not suggest that an individual systematically and consciously goes through each 
of these steps, as with rational decision making. Instead, they suggest that some or all of 
these steps are evident within intuitive decision making and reflect the processes that 
an expert engages in when making intuitive decisions. The framework has been applied 
by Benner (1984) and Benner and Tanner (1987) to clinical decision making and 
therefore there is evidence for its use in both a leadership and clinical setting. The 
following table summarises the key features of this framework. 
Table 3: Summary of Dreyfus and Dreyfus (1986) Intuitive Decision-Making Framework 
Pattern Recognition recognising patterns emerging in the form of behaviour or re-
occurring problems, without working off a checklist. 
Similarity 
Recognition 
Draws upon previous experience to identify relevant similarities 
between situations, even when those situations themselves 
might be vague and unclear or even demonstrate marked 
differences.  
Common Sense 
Understanding 
Recognise and make sense of surrounding, contextual issues that 
may impact upon the presenting decision making situation. 
Moves from knowing what is happening to understanding what 
is going on. 
Skilled Know How Through experience and practice have the knowledge and skill to 
look at the whole situation and as well as knowing that 
something needs to happen knows how to do it (Benner & 
Tanner 1987). Able to convey the decision appropriately as well 
as make it. 
Sense of Salience Being able to differentiate which information and events are 
particularly important in relation to a specific decision making 
situation and then either prioritising that data or the need to 
obtain that data (Dreyfus & Dreyfus 1986 p,28).  
Deliberative 
Rationality 
CoŶsĐiouslǇ takiŶg a step ďaĐk aŶd lookiŶg at the ͚ǁhole,͛ iŶ 
oƌdeƌ to ͞thiŶk aďout the pƌoĐess aŶd pƌoduĐt of ΀Ǉouƌ΁ iŶtuitiǀe 
uŶdeƌstaŶdiŶg͟ ;DƌeǇfus aŶd DƌeǇfus ϭϵϴϲ p.ϭϲϳͿ.  
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Much of the nursing literature on intuitive decision making is derived from an un-
published 1980 report by Dreyfus and Dreyfus that later provided the basis of the book, 
Mind over Machine (1986). In this text, the concept of novice to expert was applied by 
Benner (1984) and Benner and Tanner (1987) to clinical decision making and an 
iŶdiǀidual͛s leǀel of eǆpeƌtise iŶ ƌelatioŶ to a paƌtiĐulaƌ task oƌ situatioŶ. This studǇ ŵaǇ 
be able to demonstrate the transferability of the novice to expert model from  
Ŷuƌses͛clinical decision making to leadership decision making. 
 
2.11.2 Rational decision making framework 
Rational decision making processes are also sometimes referred to as normative 
decision making (Chapman & Sonnenberg 2000). Their common feature is that they 
propose a more structured approach to decision making approach that encourages the 
individual to follow a logical and sequential process. 
John Adair (2007, 1984) has written about both leadership and decision making and 
following discussion with the supervision team, his framework is being used to illustrate 
the rational approach to decision making. However as Bazerman (2002,p.4) identifies, 
different authors have established similar frameworks with comparable overlapping 
steps. The shared intention is to provide a useful order for thinking about what an 
optimal decision making process might look like and to provide a coherent frame of 
reference to work from. The following table provides an overview of the key steps that 
he identifies as underpinning good decision making. 
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Table 4: SuŵŵaƌǇ of Adaiƌ͛s ‘atioŶal DeĐisioŶ MakiŶg Fƌaŵeǁoƌk 
Steps Description 
Step 1  
 Define the objective 
Be clear about the purpose of the decision. What is trying 
to be achieved? What are the minimum goals that have to 
be achieved, along with any particular conditions that 
have to be satisfied (Drucker 2001, p. 255). These criteria 
aƌe soŵetiŵes kŶoǁŶ as ͚ďouŶdaƌǇ ĐoŶditioŶs͛ 
Step 2 
Collect relevant 
information 
Establish what information is required in order to make 
the decision and whether the information is readily 
available. Check whether the easily available information 
is relevant? 
Step 3 
Generate feasible options 
A skilled decision maker spends time generating at least 
three or four possibilities to have a choice of options as 
opposed to two alternatives (Adair 22007,p.8). Time 
pressures in the NHS, means there is a tendancy to go 
with the first reasonable sounding alternative rather than 
spending further time generating additional options that 
may or may not be used 
Step 4 
Make the decision 
Establish claƌitǇ aďout ǁhat Đƌiteƌia ͚ŵust, should oƌ 
ŵight͛ ďe ŵet to eŶaďle optioŶs to ďe pƌioƌitised iŶto the 
most or least suitable according to the criteria.  
Assess the risk and consequences of each option and then 
make the decision 
Step 5 
Assessing Consequences 
Adair (2007,p.33) describes consequences as either 
͚ŵaŶifest͛ oƌ ͚lateŶt.͛ MaŶifest ĐoŶseƋueŶĐes aƌe those 
that could have been reasonably predicted to have 
occurred as a result of the decision that was taken. In 
contrast, latent consequences are those that were difficult 
to forsee. The point in regards to decision making is that it 
is possible to plan for manifest consequences whereas by 
definition, latent consequences can only be assessed as 
they arise and are therefore more difficult to manage. 
Step 6 
Implement and Evaluate 
Action the decision that has been taken and then measure 
and evaluate its impact in relation to the aim of the 
decision. This then leads to a re-assessment and a decision 
as to whether any further action or decisions are required. 
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2.11.3 Commentary on Adair͛s decisioŶ ŵakiŶg fraŵework – 
Tǁo steps iŶ Adaiƌ͛s ŵodel ǁaƌƌaŶt ŵoƌe detailed disĐussioŶ iŶ ƌegaƌds to theiƌ 
relevance to the context of MM decision making. These are: 
Collect relevant information 
When making a decision, the MM may have information that is available but not 
relevant and the challenge is to differentiate between information that is surplus to 
requirements and may even be confusing the situation and information that is relevant 
and will be helpful in informing the decision to be made. Alternatively, the MM may 
need information that would be relevant but is not readily available. The goal is to be in 
a position where the person is clear about the information they require and for that 
information to be available or at least accessible. 
 
 
 
Having established the information required and the information available, Adair (2007) 
identifies time as the next element of the process. Generally it is possible to establish 
quite a lot of information quite quickly. However, it often takes progressively longer to 
obtain relatively small amounts of information and the decision maker has to make a 
decision regarding the cost:benefit ration of investing more time to obtain the 
remaining information. The culture of the NHS is currently perceived by many as one of 
taƌgets ďeiŶg a pƌioƌitǇ aŶd ͚tiŵe͛ is ofteŶ iŶ shoƌt supplǇ. A further factor when 
ĐolleĐtiŶg ƌeleǀaŶt iŶfoƌŵatioŶ is that people ͞tǇpiĐallǇ use heuƌistiĐs iŶ gatheƌiŶg aŶd 
pƌoĐessiŶg iŶfoƌŵatioŶ͟ Galotti ;ϮϬϬϮ,p.ϭϬϱͿ. As a result, what one person considers 
ƌeleǀaŶt ŵight ďe diffeƌeŶt to aŶotheƌ peƌsoŶ͛s assessŵeŶt of the saŵe iŶfoƌŵatioŶ. 
 
Info 
required 
Info 
available 
Relevant Information 
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Make The Decision 
When assessing risk and consequences, the NHS can be viewed as risk averse, 
understandably so as its business is about peoples͛ health aŶd ǁell ďeiŶg. Hoǁeǀeƌ, iŶ 
the main, this study is about leadership and management decisions and not immediate 
life and death patient related decisions and therefore there is scope for assessing risk at 
a more strategic leadership level. Assessment of risk can be greatly influenced by the 
deĐisioŶ ŵakeƌ͛s oǁŶ toleƌaŶĐe thƌeshold as to ǁhat theǇ peƌĐeiǀe to ďe ƌiskǇ oƌ ŶoŶ 
ƌiskǇ. IŶ additioŶ, iŶdiǀidual͛s theŵselǀes aƌe Ŷot geŶeƌallǇ ĐoŶsisteŶt iŶ theiƌ appƌoaĐh 
to assessing risk (Bazerman 2002,p.42), therefore their assessment varies according to 
the context and the circumstances surrounding that context, which will include factors 
such as knowledge, skill, past experiences and heuristics.   
Adair (2007,p.32) acknowledges, that whilst some other areas of decision making theory 
such as probability theory would support a structured mathematical approach using 
algoƌithŵs aŶd eƋuatioŶs to assess ƌisk, iŶ ƌealitǇ ͞eǆpeƌieŶĐe plaǇs a ŵuĐh laƌgeƌ paƌt.͟  
Organisational theory would argue that in addition to the characteristics of the 
individual decision maker, the prevailing culture of an organisation and its history and 
experiences would also influence how risk is perceived and assessed. Therefore the 
location of this study may be pertinent to this step in the model. 
 
Summary of rational and intuitive decision making 
Adaiƌ ;ϮϬϬϳͿ  ƌeĐogŶises the iŵpoƌtaŶĐe of ͚tiŵe͛ iŶ ƌegaƌds to the ͚geŶeƌatiŶg feasiďle 
optioŶs͛ step of his ŵodel, ďut iŶ ƌegaƌds to the ŵodel as a ǁhole, the assuŵptioŶ 
appears to be that there is sufficient time when making a decision to work through a 
logical and sequential series of steps. Whilst in a clinical setting this is a potential 
limitation of the model as decisions sometimes need to be made very quickly, this may 
not be the case in relation to leadership and management related decision making. The 
study data should provide some insight into this.  
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The reality of decision making would appear to be that to be effective, an individual 
needs to understand the principles and processes within rational and intuitive decision 
making and be able to consciously choose to move up and down the spectrum according 
to the context and needs of the decision making situation. This issue of consciously or 
unconsciously using a decision making approach leads into one final model within the 
literature that may be of relevance to this study 
 
2.11 Conscious Competence Learning Model 
Figure 5: Conscious Competence Framework 
 
 
 
 
 
 
 
This model (Howell 1986) offers a pragmatic framework with which to look at MM 
deĐisioŶ ŵakiŶg as aloŶg ǁith BeŶŶeƌ͛s ;ϭϵϴϰͿ NoǀiĐe to Eǆpeƌt ǁoƌk it taps iŶto the 
issue of unconscious incompetence (novice) through to unconscious competence 
(expert). If heuristics operate at an unconscious level, it could be argued that one 
challenge to effective decision making is is whether your heuristic is rooted in the 
quadrant of competence or incompetence? The Conscious Competence Model (Howell 
1986) describes the stages a person goes through when learning a new skill. The Model 
starts at stage 1 where a person may lack awareness of the relevance of the specific skill 
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itself or have no insight into the fact that they do not possess this skill or ability. In order 
to progress and acquire the new skill, then the person needs to become consciously 
aware of their incompetence in this specific area stage 2) and in order to develop the 
skill need to commit to learning it in order to progress to stage 3, where they are 
deemed consciously competent. In other words they can be relied upon to perform the 
skill to an adequate standard while ever they are consciously paying attention to how 
they are performing it. Some people in relation to a specific skill may only ever achieve 
stage 3, conscious competence. However, others, will, through continued practice reach 
a leǀel of eǆpeƌtise ǁheƌe the skill ďeĐoŵes ͚seĐoŶd Ŷatuƌe͛ aŶd the peƌsoŶ ďeĐoŵes 
unconsciously competent, (stage 4). They no longer have to consciously think about the 
task in hand in order to perform it to an acceptable standard. 
This model could be used as a lens to look at how the MMs make leadership and 
management decisions relevant to their role - their level of competence and their 
awareness of that level of competence. Self-awareness is generally increased through 
experience and feedback underpinned by honest and regular reflection. The next 
section will explore the role of reflection in decision making. 
 
2.12 Reflection and decision making 
Reflective Practice is a well established concept within the nursing literature 
(Freshwater et al 2008; Bishop & Freshwater 2004; Bulman & Schutz 2004) and 
generally accepted to be a good thing and something that professionals should engage 
iŶ. ͞Leadeƌs at all leǀels of aŶ oƌgaŶisatioŶ Ŷeed to ďe ĐoaĐhed aŶd deǀeloped͟ ;‘uǀolo 
& Bullis 2003) and to grow I that leadership role individuals need to experience 
challenging situations that result in feedback from other people and that they then take 
the time to reflect on and learn from (Van Velso et al 1998). Reflection, both structured 
and spontaneous would be an opportunity for the MMs to think about decisions that 
they have taken and to consider the process they engaged in. That is how they made the 
decision, the decision itself and the extent to which they think the decision achieved its 
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intended outcome. It would be reasonable to anticipate that as professional registered 
nurses, there would be some active reflective practice to be occurring, particularly as 
they are not just in a new role for them ,but also for the organisation and the profession 
as a whole. 
AƌgǇƌis aŶd “ĐhoŶ ;ϭϵϳϰ,p.ϰͿ ďelieǀe that ͞all huŵaŶ ďeiŶgs - not only professional 
practitioners – need to become competent in taking action and simultaneously 
ƌefleĐtiŶg oŶ this aĐtioŶ iŶ oƌdeƌ to leaƌŶ fƌoŵ it.͟ TheǇ talk aďout ͚theoƌǇ iŶ use͛ aŶd 
͚theoƌǇ of aĐtioŶ.͛ ͚TheoƌǇ of aĐtioŶ͛ oƌ ͚espoused theoƌǇ͛ as it is also Đalled, is ǁhat a 
person articulates when you ask them what they think they should do or would do in a 
paƌtiĐulaƌ situatioŶ. IŶ ĐoŶtƌast, ͚theoƌǇ iŶ use͛ is ǁhat Đoŵes fƌoŵ actually observing 
someone and seeing how and what they actually do as opposed to what they think they 
would do and highlighting the impact of this cognitive dissonance in practice (Johns 
2005).  
Following on from the distinction between theory in action and theory in use, two other 
forms of distinction arise which provide a useful framework from which to reflect on 
MM deĐisioŶ ŵakiŶg. TheǇ aƌe the ĐoŶĐepts of ͚‘efleĐtioŶ in, on and before  aĐtioŶ͛ aŶd 
͚siŶgle aŶd douďle loop leaƌŶiŶg.͛  Reflection–in–action is something an individual does 
to ďetteƌ uŶdeƌstaŶd the situatioŶ that theǇ aƌe ĐuƌƌeŶtlǇ iŶ. It is a ͚liǀe͛ aŶd ͚iŶ the 
ŵoŵeŶt͛ pƌoĐess that alloǁs spaĐe foƌ ƌe-consideration and a change of direction 
(Schon 1983). This process is generally stimulated by surprise, something out of the 
ordinary that would lead an individual to think about and reflect on what was happening 
and the decisions that needed to be taken. The value of reflection in action is that it 
alloǁs aŶ iŶdiǀidual to ͞ƌe-design what [they] are doing, whilst [they] are doing 
it͟;GƌeeŶǁood ϭϵϵϴ,p.ϭϬϰϵͿ. IŶ ĐoŶtƌast, ƌefleĐtioŶ-on-action happens after the event 
aŶd iŶǀolǀes a ͚ĐogŶitiǀe post ŵoƌteŵ͛ ;GƌeeŶǁood ϭϵϵϯͿ ǁheƌe aŶ iŶdiǀidual takes 
time to review a situation that has happened and their actions within that situation. It is 
a retrospective process whose purpose is to generate learning that can then be used to 
influence future practice (Freshwater et al 2008, Boud et al 1985). 
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The missing component of this reflective frame of reference is, according to Greenwood 
(1993), a failure by Schon to recognize the value of reflection before action. Greenwood 
;ϭϵϵϴ,p.ϭϬϰϵͿ desĐƌiďes ƌefleĐtioŶ ďefoƌe aĐtioŶ as ͞thiŶkiŶg thƌough ǁhat oŶe ǁaŶts to 
do and how one intends to do it, before one actually does it.͟ The pƌoĐess ĐaŶ eŶaďle 
someone to identify a problem with their intended action and so create the opportunity 
of choice – to carry on as intended or to do something different. In the context of this 
study, it could be applied to a MM reviewing a decision and intended actions and 
potentially amending the decision which might then result in some different actions and 
therefore consequences. 
Alongside the idea of when in the process of an action to reflect; before, during or after, 
Argyris and Schon (1974) have also built upon a proposition initially suggested by Ashby 
(1952) that learning can be either single loop or double loop in nature. Single loop 
learning means learning a new skill or changing an action to establish a new route to 
achieving the same outcome (Freshwater et al 2008). The practitioner has not reviewed 
the goal or intended outcome, just how to get there (Greenwood 1998). They continue 
to operate and understand things within the same paradigm or mental frame of 
reference. In contrast, double loop learning involves an understanding of the holistic 
context for utilising a newly learnt skill or changing a routine action that results in the 
practitioner questioning and reviewing the end goal. This may mean opening up to 
adopting new paradigms and reflecting on the norm, values and social relationships 
which underpin human action (Freshwater et al 2008, Greenwood 1998). Double loop 
learning therefore more accurately reflects the complexity of leadership and 
management decision making where very often it is the resulting reactions of others to 
a decision and the manner in which it was made and conveyed that then leads to 
another decision making scenario. Freshwater et al 2008,p.131) make an explicit link 
between this depth of reflective practice and the earlier discussion of transformational 
leadership iŶ theiƌ oďseƌǀatioŶ that ͞ƌeflection requires time, effort and ongoing 
ĐoŵŵitŵeŶt if oŶe is to gaiŶ deepeƌ iŶsights to ŵake lastiŶg ĐhaŶges iŶ oŶe͛s ǁoƌk. 
68 
 
Transformational leadership helps in creating an environment that facilitates caring and 
thoughtful iŶteƌaĐtioŶs ǁith otheƌs.͞   
 
Summary 
This chapter has reviewed the areas of literature that it is anticipated will be relevant for 
this study. In particular it has examined: 
 the role of the MM and how it was introduced    clinical decision making  leadership and decision making  the broader decision making literature  Reflection and decision making 
 
During the course of this study, new studies have been conducted and papers published 
on the role of the MM. However, they have been small single site case studies. Whilst 
some acknowledge the importance of the role in regards to leadership and management 
behaviour, there has not been anything substantially new written about the leadership 
and mangement decision making strategies of MMs. This affirms that this findings from 
this study will contribute to new knowledge to the discipline of nursing. 
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Chapter Three – Study Design and Methods 
This chapter outlines and explains the connections between the Research question and 
the theoretical framework used to answer it and how they, along with the data 
collection and analytical processes are valid and appropriate to the needs of the study. 
 
3. Research paradigm decision 
The design of a study is guided by the overall purpose and how best to generate data to 
facilitate an understanding and the drawing of conclusions in relation to the stated 
purpose. The purpose of this study was to establish, from the perspective of the Modern 
Matron, an insight into how they made leadership and management related decisions. 
Underpinning this overall aim were some specific objectives that had emerged from the 
initial analysis of the literature, which included identifying;  
 What decision making strategies do MMs use?  Are these strategies consistent with known decision making models in the wider 
literature?  The factors that support or hinder MM in their decision making 
To address these questions, an approach was needed that would enable the MMs to 
describe their processes of decision making and when and where they might use one 
process over another. This meant making their tacit knowledge explicit (Eraut 1994), 
possibly through the use of real work examples to enable the MMs to help make their 
processes more visible so that it would be possible to identify what was happening, why 
and when in order to address the study aims. This suggested an exploratory, qualitative 
approach which would place the MMs experience and accounts at the centre of the 
design and conduct of the study Simmons (1995). This placed the research within the 
iŶteƌpƌetiǀe paƌadigŵ as the studǇ ǁould ͞ďegiŶ ǁith the iŶdiǀiduals aŶd set out to 
uŶdeƌstaŶd theiƌ iŶteƌpƌetatioŶ of the ǁoƌld aƌouŶd theŵ͟ ;Cohen et al 2000,p.22) in 
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regards to how and why they make the leadership and management decisions that they 
do. Interpretivism is quite a broad paradigm and encompasses a number of variant 
approaches. Therefore, to provide a coherent and credible framework in which to 
conduct the study, it was important to locate it in an appropriate interpretive approach. 
Following a review of the interpretive literature, phenomenology was identified as the 
most suitable approach to address the aims of the study. The following section will 
outline this decision in more detail and illustrate how the decision to adopt a 
phenomenological study subsequently informed other important aspects of the 
research process. 
 
3.1 Phenomenology 
In broad terms phenomenology studies conscious awareness of the world as 
experienced from the subjective or first person point of view and believes that to be 
crucial to understanding the phenomenon being studied (Annels 1996, Cormack 1996). 
This is its core characteristic, however, there are varying strands (Houser 2008, 
Schwandt 2007) that can result in it being perceived as quite a complex philosophical 
approach to conducting research. 
Within the modern literature on phenomenology, the word interpretive is generally 
ƌeplaĐed ďǇ oƌ suďsuŵed ǁithiŶ the teƌŵ heƌŵeŶeutiĐ aŶd so the teƌŵ ͚heƌŵeŶeutiĐ 
pheŶoŵeŶologǇ͛ is ŵoƌe ĐoŵŵoŶlǇ used. ͞PheŶoŵeŶologǇ foĐuses oŶ a peƌsoŶ͛s liǀed 
experience and elicits commonalities and shared meanings, whereas hermeneutics 
ƌefeƌs to aŶ iŶteƌpƌetatioŶ of teǆtual laŶguage͟ ;BǇƌŶe ϮϬϬϭ,p.ϵϳϬͿ. The teǆtual 
language can be existing written texts or transcriptions of interviews which are then 
interpreted. Therefore when put together they mean understanding the lived 
experience through the analysis of text. 
There are a number of variations, but the two predominant strands of hermeneutic 
phenomenology that the literature highlights are Husserlian and Heideggerian (Koch 
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2006). Husseƌl desĐƌiďed his pheŶoŵeŶologǇ as ͚tƌaŶsĐeŶdeŶtal͛ pƌefeƌƌiŶg to 
distiŶguish ďetǁeeŶ ͚faĐts͛ aŶd ͚esseŶĐe͛ ƌatheƌ thaŶ the ŵoƌe ĐaƌtesiaŶ ŶotioŶ of ͚ƌeal͛ 
oƌ ͚uŶƌeal͛ ;Annells 1996). He identified a value in examining every-day, taken for 
granted experiences and re-examining them (Koch 1995) in order to describe what they 
are and so bring them to conscious awareness. This would fit with MM decision making 
which would be seeŶ as ͚aŶ eǀeƌǇ-daǇ oĐĐuƌƌeŶĐe.͛ BǇ foĐusiŶg oŶ the pheŶoŵeŶa, 
Husserl wanted to establish a cleaner or more pure understanding, one that was not 
ĐoŶtaŵiŶated ďǇ people͛s assuŵptioŶs, pƌejudiĐes, kŶoǁledge leǀels oƌ eǆpeƌieŶĐe 
(Blakie 2007). He acknowledged that the individual and the context are constantly 
interacting and having an influence on each other. However, he believed it was also 
possible for an individual to transcend that influence and to put aside or bracket out any 
theoretical assumptions about the existeŶĐe of the ǁoƌld, ͞in order to describe the 
essential features of concepts or expeƌieŶĐes͟ ;JohŶsoŶ ϮϬϬϬ,p.ϭϯϲͿ. A stƌeŶgth of 
bracketing is that it can help to strengthen the validity of any interpretations by isolating 
the influence of the interpreter (Houser 2007, Koch 1995). However, Bauman 
(1978,p.121) is sceptical that it is either desirable or feasible to isolate and remove all 
the surrounding influences in relation to a particular phenomenon. It would certainly be 
very challenging to isolate the contextual influences on MM decision making. However, 
Husseƌl͛s aĐkŶoǁledgeŵeŶt of the iŶflueŶĐe of ĐoŶteǆtual issues oŶ uŶdeƌstaŶdiŶg aŶd 
the need to manage it is an important feature of rigour in relation to qualitative 
research. The fundamental question is whether to bracket issues out of the analysis or 
bracket them into the analysis. 
Heidegger, ;ǁho studied uŶdeƌ HusseƌlͿ suggests that ͞the ǁoƌld of huŵaŶ ďeiŶgs is 
always one of practical involvement where things take on meaning depending on what 
the individual is doing (Johnson 2000; Nenon, 1997) and that understanding arises from 
the interaction between individuals and the wider context that they are in. Instead of 
bracketing things out, he suggested they needed to be recognised and included as part 
of a cyclical process of establishing understanding (Draucker 1999; Koch 1995). Each 
person bringing to the hermeneutical moment a storehouse of foreknowledge derived 
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from human experiences. Sometimes labelled as baggage or past experience, this 
foƌekŶoǁeldge pƌoǀides the ͚kŶoǁ-hoǁ͛ to deal ǁith life͛s eǀeƌǇdaǇ eǀeŶts ;FiŶĐh 
2004). This is relevant to the phenomena of decision making. It is likely that when asked, 
MMs ŵaǇ ǁell ideŶtifǇ ͚past eǆpeƌieŶĐe͛ as oŶe of the stƌategies theǇ dƌaǁ upoŶ ǁheŶ 
faced with a decision to make. 
Heideggeƌ desĐƌiďed the ǁaǇ he ďelieǀed huŵaŶs ƌelated to eaĐh otheƌ as ͚ďeiŶg iŶ the 
ǁoƌld͛ aŶd eŶĐapsulated this ǁithiŶ his Đoƌe ďook ͚BeiŶg aŶd Time (1927). The concept 
accommodates both the past and the future and how they can influence the now in 
ƌegaƌds to a peƌsoŶ͛s thiŶkiŶg aŶd ďehaǀioƌ (Conroy 2003, Burns and Grove 1993). 
 In regards to MM decision making, this is important, as faced with what may appear on 
the surface to be the same decision, the MM, at a particular point in time might make a 
different decision. This may be due to a change in the context, the nature and roles of 
the people present, a preceding event, something that is scheduled for later or any 
other number of factors. The goal of this study would be to understand from the MM͛s 
perspective: why they made a different decision; what strategies they had used to come 
to the different decision and what had helped or hindered them in that process? In 
order to elicit this data, it will be important to allow the MM freedom to talk and to 
identify and explain situations in their own words and time. 
 
3.2 Hermeneutic Circle 
Whilst Husserl and Heidegger both acknowledge the influence of context on 
understanding, a fundamental difference between them is whether to ͚ďƌaĐket͛ the 
contextual influences out of the inquiry process or to actively recognise and include 
them in it. Hekman (1983) suggests that understanding is similar in nature to a 
conversation in that a reciprocal relationship is the basis of their effectiveness. 
Therefore in hermeneutic phenomenology the role of the researcher and the influence 
of their experiences and biases in interpreting the data is particularly important. This 
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issue is addressed at both a methodological and philosophical level through 
“ĐhleieƌŵaĐheƌ͛s ͚heƌŵeŶeutiĐ ĐiƌĐle.  
Figure 6: Hermeneutic Circle as a Method of Interpretation 
 
 
 
                                                                                         Schwandt (2007,p.133) 
The above diagram demonstrates that to establish meaning, the researcher needs to 
move between reading and establishing one level of understanding of the whole text to 
focusing on smaller, individual sections of text. The insight gained from looking at 
smaller sections then feeds back into re-reading and understanding the whole. This is a 
cyclical process designed to take account of how understanding grows and changes. 
Methodologically, this process is viewed as temporary and that with time, the 
iŶteƌpƌeteƌ ͞ĐaŶ Đoŵe to soŵethiŶg appƌoǆiŵatiŶg a Đomplete and correct 
uŶdeƌstaŶdiŶg of the ŵeaŶiŶg of a teǆt͟ ;“ĐhǁaŶdt ϮϬϬϳ,p.ϭϯϯͿ, a keǇ goal of 
phenomenological research. 
Ontologically, the hermeneutic circle affirms the role of the researcher in the inquiry 
process (Koch 1996) and in doing so, provides a framework from which to constructively 
manage it. 
Figure 7: Hermeneutic Circle as a Philosophy 
 
 
                                                                                                                      
Schwandt (2007,p.134) 
The whole text Individual parts of the text 
Interpreter Tradition Object 
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It acknowledges that ͞eǀeƌǇ iŶteƌpƌetatioŶ ƌelies oŶ otheƌ iŶteƌpƌetatioŶs͟ ;“ĐhǁaŶdt 
(2007,p.134) and therefore the role of the researcher and their awareness and 
understanding of what they bring to the inquiry process is critical. The tradition phase of 
the circle is to stiŵulate ƌefleĐtioŶ of the ƌeseaƌĐheƌ͛s ͚pƌe-uŶdeƌstaŶdiŶgs,͛ those ďiases 
and knowledge that the researcher (and study participant) brings with them when 
generating and gathering data. The concept is similar in principle to that of reflective 
practice in nursing. There is a recognition that to be effective, it is necessary to 
understand the influence of the nurse or researcher on a particular phenomenon and 
that where possible this should be done before, during and after the event. The 
hermeneutic circle demonstrates that the researcher (interpreter) is inextricably linked 
historically (tradition) by what has gone before and by the phenomenon (object) under 
examination.  
Philosophically, the use of the Hermeneutic Circle as a framework to support the 
acknowledgement and bracketing in of researcher bias or pre-conceptions during the 
process of interpretation (analysis) (Benner 1994) will contribute to establishing the 
rigour of the study. 
In this instance, the process would require me, as the researcher to reflect on why I had 
chosen to look at the decision making of modern matrons and how those reasons might 
influence any or all of the study stages. In particular the collection and analysis of data 
through the questions I chose to ask, the examples I decided to explore in more depth 
with the study participants and the filters I may carry when looking at and interpreting 
the data. This is addressed further in this chapter and again, when appropriate through 
reflexive sections written in italics to distinguish them, in each of the following chapters 
in the Thesis. A criticism of phenomenological research is that insufficient time and 
attention is given to transferring the principle of researcher reflexivity into practice 
(Draucker 1999).  
I have not worked as a MM or in an acute hospital environment. However, I have worked 
as a senior clinical nurse who, in addition to a clinical role was required to take 
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leadership and management related decisions. which may influence the direction of the 
interview and therefore its content (Bulpitt and Martin 2010). In adopting a 
phenomenological based approach, it is issues like this that need to be openly 
acknowledged in order to bring transparency to the research process. 
 
Selected methodology 
Specifically, a Heideggarian hermeneutical form of phenomenology will be adopted as 
philosophically, the approach will facilitate an understanding of the phenomenon of 
decision making from the perspective of the MMs as they live and experience it. His 
ĐoŶĐept that ǁe aƌe all ͚ďeiŶgs͛ ǁithin and inseperable from the world or phenomena 
being studied and that we are not consciously aware of many of the things that we do 
reflects both the complexity of the context in which MMs are making leadership and 
management decisions and the frequency of their occurrence. It is a several times a day, 
eǀeƌǇ daǇ aĐtiǀitǇ. Theƌefoƌe Heideggeƌ͛s appƌoaĐh ǁhiĐh Ŷot oŶlǇ aĐkŶoǁledges, ďut 
embraces the influence of context (as opposed to bracketing it out), will help me as the 
researcher to understand and answer the question of what factors help or hinder the 
MMs in their decision making. Adopting a phenomenological approach is also consistent 
with the only existing significant study of the role of the MM (Read et al 2004). As the 
sole researcher, the concept of the hermeneutic circle is consistent with Heideggerian 
phenomenology and provides a framework for acknowledging and managing my 
potential influence on the process of data generation and interpretation. The methods 
available to use within phenomenology are appropriate and manageable within the 
resources available for this study both in terms of researcher time and access to MMs, 
the study participants. Using this philosophical framework, the following sections will 
discuss the design and data collection and analysis methods for the study. 
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3.4 Study design 
The design of a study should be consistent with its philosophical underpinnings, in this 
instance, Heideggerian hermeneutic phenomenology. Therefore in seeking to 
understand MM decision making, the approach needed to facilitate an exploration of 
theiƌ ͚ďeiŶg-in-the-ǁoƌld͛ iŶ ƌelatioŶ to leadeƌship aŶd ŵaŶageŵeŶt deĐisioŶ ŵakiŶg. A 
review of the literature resulted in a decision to frame the research as a case study 
within one identified organisation. This is similar to the approach adopted by Currie, 
Koteyko & Nerlich (2009) who also used a case study as the basis for their study into the 
development of the role of the MM in the NHS. Such in depth studies are useful in 
qualitative research (Thorpe & Holt 2008) for managing situations where there are 
multiple influencing factors as it is ͞seŶsitiǀe to the context in which information is 
gatheƌed͟ (Radley and Chamberlain 2001,p.335) and facilitates the in-depth study of a 
single group (Houser 2007). The approach is consistent with phenomenological and 
hermeneutic research because it allows for the surfacing, exploration and discussion of 
contributing factors (Greenwood and Lowenthal 2005), which for this study included; 
the political underpinnings to the introduction of the role of MM, the local 
organisational context and the characteristics of individual MMs . 
This approach is recognised as a particularly valuable method for this type of research, 
where the "phenomena and the context in which it is occurring are not clear" 
(Yin1994,p.1). Whilst there are known models of decision making, in this proposed 
study, the phenomenon of leadership and management decision making has not been 
well researched and the nursing role of MMs that will form the sample group were 
newly emerged and lacking some clarity. In addition, their role and function were 
influenced by both the environment and context in which they were operating and 
politically at both a local and national level (Casey & Houghton 2010, Young 2002). By 
structuring the research in this way and embedding it within one particular organisation, 
these various contextual issues could be acknowledged and reflected upon. 
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To be effective, YiŶ ;ϭϵϵϰ,p.ϰͿ states that theƌe aƌe ͚thƌee ĐoŶditioŶs͛ that should ďe 
met. The research question should be  
 Explanatory in nature and involve how and why.  
 The investigator should not have control over the events and behavior being 
examined  
 The events being examined should be contemporary (as opposed to historical). 
This study fulfils all these pre-requisites. 
The following attributes should be identifiable within a typical case study – the case, the 
main unit of analysis and sub units of analysis (Casey & Houghton 2010).  
 IŶ this studǇ, the ͚host͛ oƌgaŶisatioŶ ǁas ͚the Đase.͛  
 MM leadeƌship aŶd ŵaŶageŵeŶt deĐisioŶ ŵakiŶg ǁas the ͚main unit of 
analysis.͛  
 The leadership and decision making strategies of MM on the study site was one 
͚suď uŶit of aŶalǇsis͛ and the second was the factors that support or hinder the 
leadership and management decision making of MM.  
 
My review of the literature began with reading the attributes of a diverse range of 
approaches and establishing which would be best suited to addressing the research 
question within the philosophical approach identified and would also facilitate a process 
of co-production and analysis between myself as the researcher and the study 
participants. By starting with the philosophical aims and principle of the research, I 
avoided being constrained by what might be considered to be more traditional 
approaches in a phenomenological study. Consequently, I identified an approach, case 
study) that was consistent with the aims of the study, but might be considered unusual 
within the literature on phenomenology.  
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In regards to analytical rigour, the challenges of analysing case data is similar to any 
other form of qualitative research (Thorpe and Holt (2008). These are the issues of: 
Credibility – How representative is the interpretation of the data to the actual truth? 
Prolonged engagement with the study participants creating the space and opportunity 
for interpretations to be checked and where appropriate amended through a process of 
co-production. 
Dependability – The extent to which a different researcher looking at the same data 
with the same research question would code and categorise the data in the same way. 
An inquiry audit detailing the research process can enable a second researcher replicate 
the process, code the data and enable a comparison to take place 
Confirmability – An audit trail that details how a researcher has reached their 
conclusions. This can incorporate the inquiry audit along with a more specific decision 
trail identifying how and why certain decisions were made so that an independent 
researcher can assess whether they would have made the same, similar or different 
decisions.  
Transferability – The extent to which the findings can be applied to other contexts or 
groups of people – eg: from this particular group of Modern Matrons in one NHS Trust 
to Modern Matrons in other NHS organisations. This is one limitation of adopting a 
single case study approach.  However, it can be addressed by the researcher making a 
ǀeƌǇ detailed oƌ ͚thiĐk͛ desĐƌiptioŶs of the ĐoŶteǆt of the studǇ aŶd eaĐh step of the 
process (Polit & Beck 2006, Guba & Lincoln 1989) to facilitate a discussion about 
potential transferability to a wider group of Modern Matrons.  
The use of the Hermeneutic Circle and overt investigator reflexivity during the conduct 
of this study provides an integral framework to manage the above four areas of 
establishing rigour within a phenomenological based study. 
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3.5  Data Collection Methods 
The data collection methods need to be consistent with the principles of 
phenomenological inquiry and enable the MMs to describe meaningful decision making 
experiences (Byrne 2001, Koch 1996). Therefore the methods are any that fulfill that 
purpose and therefore consistent with a phenomenological based study. Typically they 
include strategies such as: focus groups, diaries, participant observation, and interviews 
(Byrne 2001; Benner 1994). The following section will provide a brief overview of these 
potential strategies and a rational for the one that was chosen. 
Focus Groups   
A foĐus gƌoup is desĐƌiďed ďǇ “ĐhǁaŶdt ;ϮϬϬϳ,p.ϭϭϵͿ as aŶ ͞iŶteƌǀiew or discussion that 
ďƌiŶgs togetheƌ a gƌoup of people to disĐuss a paƌtiĐulaƌ topiĐ.͟ The ƌatioŶale being that 
the iŶteƌaĐtioŶs that aƌise fƌoŵ a gƌoup disĐussioŶ ĐaŶ help paƌtiĐipaŶts to ͞eǆploƌe aŶd 
clarify their views in a way that would be less easilǇ aĐĐessiďle iŶ a oŶe to oŶe iŶteƌǀieǁ͟ 
Webb & Kevern 2001,p.798). However, whilst Twinn (1998) believes that the approach 
reduces pressure on participants as individuals do not need to respond to every 
question, others observe that some people are cautious about expressing their views in 
front of other people and therefore may share less than if they were in a 1:1 setting 
(Polit and Hungler 1991). This may undermine their value as a time effective way for the 
researcher to gather data from a number of participants in one session (Sim 1998; Reed 
& Roskell 1997). The role and skill of the group moderator is particularly important in 
Focus Groups (Goodman & Evans 2006). Unless well facilitated, there is the potential for 
those with a louder voice to overly influence the direction of the discussion at the 
expense of quieter group members sharing different ideas or opinions (Sim 1998). Data 
collection can be difficult as audio recording equipment is not always as effective at 
recording group discussions. In addition for the group moderator to be effective they 
need to concentrate on the group and therefore a co-researcher is required to track 
who in the group is saying what (Sim 1998) in order to then cross reference back with 
the audio recording and attribute the audio to the right participant. Focus Groups can 
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be a useful approach to use in conjunction with other data collection techniques, such 
as generating questions or vignettes that could then form the basis of a 1:1 interview 
(Silverman 2010; Schwandt 2007). 
This was an approach that I had previously used and was comfortable with. However, 
the value of discussing ideas and putting them out to scrutiny, on this occasion to a 
Faculty lunch-time seminar, was that I was asked a number of occasions which led to me 
discounting the use of Focus Groups for two reasons: successfully getting all of the study 
participants together in a room at the same time without a short notice cancellation and 
no resources for a co-researcher to provide a supplementary recoding of the focus group 
process and dynamics. 
Reflective Diaries  
͞The aiŵ of diaƌǇ keepiŶg is to Đaptuƌe the ΀paƌtiĐipaŶts΁ thoughts, feeliŶgs aŶd 
eŵotioŶs͟ ;Claƌke aŶd IPoheŶ ϮϬϬϲͿ iŶ ƌelatioŶ to the pheŶoŵeŶoŶ ďeiŶg studied. One 
advantage of reflective diaries is that they have the potential to generate a significant 
amount of data with relatively little time input from the researcher. However, as Robson 
;ϭϵϵϯ,p.ϮϱϰͿ oďseƌǀes, ͞theǇ ΀also΁ plaĐe a gƌeat deal of ƌespoŶsiďilitǇ oŶ the 
ƌespoŶdeŶt͟ to ƌeĐoƌd iŶ suffiĐient detail and accuracy for the data to be meaningful. 
They could be a useful secondary data source for this study but as a primary source, the 
length of the entries necessary to describe their experience of decision making scenario 
limits their ease of use for the MMs.  
 Observation   
Observation is one of the most frequently used data collection methods in qualitative 
research (Holloway 2005) and is recognised as a valuable method of obtaining data 
ǁheŶ otheƌ ŵethods aƌe ͞ofteŶ iŶadeƋuate foƌ dealiŶg ǁith activities and behaviours of 
ǁhiĐh iŶdiǀiduals theŵselǀes ŵaǇ ďe uŶaǁaƌe oƌ uŶaďle to desĐƌiďe.͟ ;Polit &Hungler 
19,p.ϯϯϰͿ. OŶe ƌeasoŶ foƌ uŶdeƌtakiŶg this studǇ is the ƌeseaƌĐheƌ͛s peƌĐeptioŶ that MM 
find it difficult to articulate how they make decisions and therefore arguably adopting 
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an observational method of data collection could be appropriate. Observation is 
generally recognised as being more time consuming than some other methods of data 
collection (Robson 1993), due in part to the level of immersion with the study 
participants that is required in order to effectively observe the phenomenon. This 
method therefore would require the active involvement of the researcher who would 
need to be present at the right time and in the right place in order to conduct the 
observation. This is a challenge for this study as it would not be possible to predict when 
an appropriate decision making scenario would occur. In addition, much of the decision 
making process and the strategies used are likely to be invisible to an observer as it 
happens at a cognitive level and is therefore difficult to observe. A further challenge of 
observational methods of data collection is the Hawthorn effect and the risk that study 
paƌtiĐipaŶts ͞ŵaǇ alteƌ theiƌ ďehaǀioƌ as a ƌesult of ďeiŶg oďseƌǀed͟ ;CaseǇ ϮϬϬϲ,p.ϳϲͿ. 
1:1 semi-structured interviews.   
Interviews are a ŵeaŶs of gaiŶiŶg diƌeĐt aĐĐess to aŶ iŶteƌǀieǁee͛s eǆpeƌieŶĐe “ĐhǁaŶdt 
(2007). They are recognised as being consistent with the aims of a phenomenological 
study as they are aŶ effeĐtiǀe ŵethod of giǀiŶg paƌtiĐipaŶts the ͞oppoƌtuŶitǇ to desĐƌiďe 
theiƌ eǆpeƌieŶĐes iŶ theiƌ oǁŶ ǁoƌds͟ ;Baƌkeƌ ϭϵϵϲ,p.ϭϭϴͿ. TheǇ alloǁ foƌ ĐlaƌifiĐatioŶ 
and expansion of the data in order to understand what is being said. It is important that 
the ͞iŶteƌǀieǁeƌ ΀ƌeŵaiŶs΁ Ŷeutƌal iŶ the iŶteƌǀieǁ pƌoĐess͟ ;“ĐǁaŶdt 2007,p.162) as 
interview bias or contamination of data is an important consideration in 
phenomenological research.  The interviewer needs to be mindful that how they 
construct and ask their question(s) will influence the reply. Interviewees may feel 
pressured into giving a particular answer or account of an experience to conform with 
what they think the interviewer is thinking or looking for (Barker 1996). Alternatively 
they may describe what they think they should have done in regards to good practice as 
opposed to what they actually did. Therefore an understanding and application of the 
hermeneutic circle will assist with the conduct of the interviews as well as the analysis 
of the data. 
82 
 
Chosen data collection method 
The challenge was to find a research approach which would bring to the fore a process, 
leadership and management decision making, that was part of the MM everyday 
working lives. Having considered four different approaches to collecting the data, a 
semi-structured interview was chosen because it was consistent with seeking to 
understand a specific phenomenon and to identify what was happening, why and when 
in order to gain new insights. In addition, it was appropriate to the skills of the 
researcher and achievable in regards to the time and general resources available to 
conduct the study. It was also a method of data collection that the MMs were more 
likely to be familiar with and therefore more comfortable.  A more detailed discussion of 
the actual process of interviewing and data generation is described later in this chapter.  
In line with all aspects of this study, the researcher will look to maintain transparency by 
maintaining a Research diary. The integration of reflexive strategies into the research 
process is a recognised technique to help the researcher to understand the reciprocal 
impact of them on the research context and process and the research context and 
process on them (Bulpitt & Martin 2010; Freshwater and Rolfe 2001). 
 
3.6 Data Analysis 
Knowing how you intend to analyse study data is an essential precursor to collecting the 
data (Burnard 1991) as how the researcher collects the data will impact upon how 
effectively it can be analysed. Therefore it was important to establish the intended 
analytical approach at the design stage of the study. As with the interviewer when 
interviewing, it is important to manage the risk of the interpreter projecting their own 
world onto the text and reading something into the text that is not there (Benner 1994). 
Therefore, the analytical approach adopted needed to support an interpretation of the 
data that could be explored and developed further with the study participants in order 
to be an accurate interpretation of their experience of leadership and management 
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decision making.  This informed two decisions. The first to audio record the interviews 
and then to transcribe them verbatim. This allows the researcher the opportunity to re-
visit the interview and listen again to particular sections (Silverman 2010). This is 
important because to arrive at a rigorous and credible understanding of the data, the 
researcher needs to be able to move between reading and re-reading individual sections 
of the text to the whole text. Schwandt (2007.p,135) uses the example of understanding 
poetry to illustrate the importance of a data analysis approach that will enable this 
ŵoǀeŵeŶt. ͞To uŶdeƌstaŶd the ŵeaŶiŶg of the fiƌst feǁ liŶes of a poeŵ, ΀Ǉou΁ ŵust 
haǀe a gƌasp of the oǀeƌall ŵeaŶiŶg aŶd ǀiĐe ǀeƌsa.͟ Enabling the researcher to move 
between the whole text and individual sections of text to establish meaning is also 
consistent with the decision to use the Hermeneutic Circle. 
I particularly like this analogy as I think it succinctly encapsulates my approach to 
working with and making sense of the data and clearly demonstrates the value of using 
the Hermeneutc Circle as a method for interpretation. 
 
Analysis Framework 
Most authors on qualitative research analysis (Silverman 2010; Robson, 1997; Polit and 
Hungler,1991) provide a broad description of the general process that underpins good 
quality analysis. These descriptions include: organizing the data; reducing it to a number 
of smaller units of text that are coded so that they can be re-located in the whole text. 
These Units are then described and interpreted to establish meaning. These activities 
are informed by a reading and re-reading of the data in order to exhaust the data 
Burnard (1991). To demonstrate validity, exemplars are used as ͞salieŶt eǆĐeƌpts that 
ĐhaƌaĐteƌize speĐifiĐ ĐoŵŵoŶ theŵes oƌ ŵeaŶiŶgs aĐƌoss the data͟;Cƌist aŶd TaŶŶeƌ 
2003,p.205).  
Following a review of the literature, Lindseth and Norberg (2004) adaptation of 
‘iĐoeuƌ͛s ;ϭϵϳϭͿ iŶteƌpƌetatioŶ theoƌǇ ǁas ĐhoseŶ as the aŶalǇsis fƌaŵeǁoƌk for this 
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study. Their three step approach is consistent with the use of the Hermeneutic circle. 
They describe a process of: 
Naïve reading – a period of time where the text is read and re-read a number of times 
to establish an initial understanding what it is saying and therefore grasp its meaning. It 
is a ͞fiƌst ĐoŶjeĐtuƌe aŶd it has to ďe ǀalidated oƌ iŶǀalidated ďǇ the suďseƋueŶt 
stƌuĐtuƌal aŶalǇsis͟ ;LiŶdseth aŶd Noƌďeƌg ϮϬϬϰ,p.ϭϰϳͿ. 
Thematic structural analysis  - involves identifying individual units of meaning with the 
text. These can range from individual words through to one or several sentences. These 
uŶits aƌe theŶ ĐoŶsideƌed agaiŶst the iŶitial uŶdeƌstaŶdiŶg fƌoŵ the pƌoĐess of ͚Ŷaïǀe 
ƌeadiŶg aŶd ͞the esseŶtial ŵeaŶiŶg of eaĐh is ΀estaďlished aŶd described]in everyday 
ǁoƌds as ĐoŶĐiselǇ as possiďle͟ ;LiŶdseth aŶd Noƌďeƌg ϮϬϬϰ,p.ϭϰϳͿ to ďegiŶ to estaďlish 
relevant themes. This leads to the next phase of understanding the relationship 
between the themes and the whole text.  
Comprehensive understanding (interpreted whole) – ͞the theŵes aƌe suŵŵaƌized aŶd 
ƌefleĐted oŶ iŶ ƌelatioŶ to the ƌeseaƌĐh ƋuestioŶ aŶd the ĐoŶteǆt of the studǇ͟ ;LiŶdseth 
and Norberg 2004,p.148) to begin to form an overall picture of understanding. The 
original text is re-read and any additional literature that may now be appropriate 
explored. It is also an opportunity to re-visit and reflect on how any pre-knowledge or 
pre-understanding may have influenced the analysis of the text and therefore the 
arising themes, so that these can be openly acknowledged. 
This analysis framework worked well for me as it provided an approach that guided the 
analysis, but was not overly prescriptive allowing movement back and forth through the 
data as ideas emerged and understanding grew. It was consistent with the circulatory 
nature of the hermeneutic circle and provided the opportunity to reflect o the influence 
of any pre-knowledge and allowed for a process of co-construction with the MMs. 
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The second decision regarding the approach to the data analysis was to establish a 
process of co-construction and facilitate an evolving understanding of the data between 
the researcher and the study participants (Cader, Campbell, Watson 2009,p.1918; 
Paterson 2001,p.576). The initial analysis was to be presented back to the participants 
for them to comment or expand upon and then prioritise. This would provide the basis 
of a second interview with them which in turn would support a comprehensive 
understanding of the whole text and contributed to the co-production of the final 
themes. 
The initial findings were presented back to the MMs in the form of a MiŶd Map™. 
Although recognised and used in education, Mind Mapping is not a technique that is 
commonly used in research as part of the data analysis process. I chose to use it for a 
number of reasons. Unlike most written methods, Mind Mapping is both visually and 
numerically a non hierarchical way of presenting information. This was important as the 
MM were going to be asked to rank the emerging themes and I was aware that how I 
presented the data might influence the ranking process. Whilst ontologically, 
hermeneutic phenomenology acknowledges and affirms the role of the researcher in the 
investigation, I felt that it was still appropriate to adopt an approach that would help to 
contain my impact on the presentation of the initial analysis and any undue influence 
that might have on how the MMs later ranked the themes.  
The principle of reflecting on and acknowledging my influence as research investigator 
whilst also managing or containing that influence is a balance I have tried to maintain 
throughout the study. The interviews are deliberately semi-structured to enable me, as 
iŶteƌǀieǁeƌ, to folloǁ the paƌtiĐipaŶt͛s lead ƌatheƌ thaŶ diƌeĐt theiƌ aĐĐouŶts thƌough the 
questions being asked. The adoption of the hermeneutic circle and a reflexive approach 
throughout the study are both directed at raising my self-awareness in order to consider 
how I may be impacting on and influencing the research and if and when appropriate 
moderating my own behaviour 
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MiŶd MappiŶg™ is a technique that enables both a visual and written representation of 
the data analysis which in turn allowed the study participants to see quickly and clearly 
how the emerging themes related to each other (Buzan 1993,p.13). It enables an idea to 
be quickly and profoundly explored while simultaneously maintain a clear focus on the 
central theme (Buzan 1993). By using shape, colour and dimension to present 
information, Maps are a way of representing information in a visual format that is 
similar to the way the brain itself maps concepts (http://www.open.ac.uk/infoskills-
researchers/developing-mindmapping.htm accessed 23rd. August 2010) and so 
improves the effectiveness of the brain to receive, hold and analyse information. In 
addition, using a Mind Map would enhance the opportunity for a more comprehensive 
understanding of the data as it provides a different entry point to the looking at the data 
and an alternative frame of reference for discussing it, thereby opening up different 
dimensions for engaging with the data. 
I used a similar approach to data collection and analysis for my Masters degrees and 
therefore needed to be clear that I was choosing this option because it was the most 
appropriate for the needs of the study and not because I was familiar and maybe 
therefore more comfortable with it as a data analysis technique. I think I achieved this as 
I ďuilt iŶ soŵe additioŶal ƌigouƌ ǁith the use of LiŶdseth aŶd Noƌďeƌg͛s fƌaŵeǁoƌk aŶd 
the use of Mind Maps. Mind Mapping is appropriate to this organisation as it actively 
promotes its use and provides training courses, it might not be suitable in a different 
NHS organisation. 
Having determined the best approach to collecting and analyzing the data for this study, 
the next stage was to look at the most appropriate way to recruit firstly an organisation 
and then the Modern Matrons within that organisation to participate in the study. This 
next section will describe that process, leading into the actual recruitment to the study, 
ethical considerations that had to be addressed and the process of data collection. 
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3.7 Process and Conduct of The Study 
Sampling 
In research, it is not generally possible to study everything and therefore some practical 
decisions have to be taken about who and what is studied, where and when in order to 
best meet the needs of the research (Robson 1997). In this study, two sampling 
decisions had to be taken. The first in relation to the organisation where the study 
would be conducted and the second in regards to the MMs that would be recruited. 
 
Host Organisation Sampling 
Following a review of the literature and a discussion with my supervision team, a search 
of the NHS database was conducted, looking for an organisation with the following four 
characteristics: 
1. Had implemented the role of the MM 
2. Part of the first wave of NHS Trusts to implement the role 
3. Located in the north of England  
4. Star rating of three 
 
Seeking an organisation that was part of the first wave to implement the role of the MM 
was a pragmatic decision to facilitate the recruitment of an appropriate organisation 
within the time constraints of the study (Read et al 2004). An added value might be that 
any early difficulties of implementing a new role would have settled down. This was 
important as the study was about the decision making strategies of the MM not the 
implementation of the role and although there may be some issues that cross over, it 
was important to try and minimise any confusion. The researcher is based in the North 
of England and therefore from a pragmatic point of view of time and cost of travelling 
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for initial interviews and follow up work, it was important to try and conduct the study 
within the North of England.  
It was a deliberate decision to approach a Trust with a star rating of three as it would be 
an indicator of a strong, high performing organisation. Organisational culture and 
behaviour were likely to be an important facet of the MM decision making and 
therefore would feature in the data. The aim was to minimise the risk of a Trust with a 
poor cultural and staff developmental record having an undue influence on the data and 
potentially obscuring the primary purpose of the study. This was not to dismiss its 
importance, but to increase the likelihood that the MMs would concentrate on their 
own approach to decision making and be less likely to be distracted by negative 
influences within the organisation. The aim was that the organisational factors would 
still emerge but without dominating the data. 
Following a review of the NHS database and then individual organisation web sites, five 
organisations met the criteria and their Directors of Nursing contacted. 
Having created a short list of potential organisations, some additional characteristics 
were then addressed. The host organisation would need to have an interest in the 
purpose of the study. As it was part of a professional doctorate, that meant a 
demonstrable commitment to the professional practice and standards of their staff and 
a willingness to integrate any findings as appropriate into the preparation of their staff. 
The organisation would also need to be comfortable with the principles of 
phenomenology and be interested in understanding the issue of leadership and 
management related decision making from the perspective of the MMs. Two 
organisations met all the criteria. The defining characteristic of the organisation that 
was chosen was its commitment to investing in both staff development and the 
development of the organisation as a whole to achieve widespread culture change. The 
Director of Nursing and Head of Organisational Development both expressed a 
commitment to the study findings being incorporated into their staff development 
processes. 
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One issue for this study was that I, as the sole researcher was involved in each step of 
the sampling process, thereby raising the issue of possible bias and influence on the 
study data. I managed this issue by ensuring that I discussed the sampling criteria and 
their rationale with my supervision team. In particular the issue that the Director of 
Nursing and Head of Organisational Development were known to me through the 
national Leading an Empowered Organisation Programme 
 
 Sampling, access and recruitment for interviews 
The purpose of sampling is to estaďlish a studǇ gƌoup that is eitheƌ ͚ƌepƌeseŶtatiǀe͛ of 
the populatioŶ ;ƋuaŶtitatiǀe ƌeseaƌĐhͿ oƌ ͚ƌeleǀaŶt͛ to the ƌeseaƌĐh ƋuestioŶ aŶd 
understanding that is being sought which is indicative of qualitative research (Schwandt 
2007).  This study was aďout uŶdeƌstaŶdiŶg the MM͛s liǀed eǆpeƌieŶĐe of leadeƌship aŶd 
management decision making and therefore a purposive approach was adopted where 
the qualifying criteria were that the participant was a MM within the host organsiation. 
Silverman (2010); Robson (1997) and Polit & Hungler (1991)  all acknowledge that ͛ƌeal 
life͛ is likelǇ to iŶflueŶĐe the ƌeseaƌĐheƌ͛s appƌoaĐh to saŵpliŶg iŶ regards to issues such 
as time, resources and ability to travel, issues that were relevant for this study. 
However, Silverman (2010,p.141) cautions that purposive sampling still requires  the 
ƌeseaƌĐheƌ to ͞thiŶk ĐƌitiĐallǇ aďout the paƌaŵeteƌs of the populatioŶ ΀theǇ΁ aƌe 
studǇiŶg aŶd to Đhose the saŵple Đase ĐaƌefullǇ oŶ this ďasis.͟ 
By choosing one role in one organization I was aiming to reduce some of the variables 
that might have occurred if for instance participants were at a particular grade, but 
across different roles and as a result with diverse leadership and management 
responsibilities. By recruiting from an identified role, within one organisation, there was 
a degree of homogeneity in regards to the specific preparation that had been received for 
the role of Modern Matron through the two leadership programmes that they had all 
attended.  
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3.8 Research governance 
The research proposal was submitted in accordance with the guidance in the Research 
Ethics and Governance Handbook 
http://www.northumbria.ac.uk/static/5007/respdf/ethics_handbook_2.pdf (accessed 
on 23
rd
. August 2010) and passed by the Research Ethics Committee in the School of 
Health, Communication and Education studies. It was then submitted and passed the 
host oƌgaŶisatioŶ͛s local research committee and given national COREC approval. At this 
stage, the Trust issued an honorary contract to the researcher to enable on site visits 
and interviews with the MMs. Permission to approach the MMs had already been given 
by the Director of Nursing subject to receiving COREC approval. The Trust then required 
an annual written update on the progress of the research and an agreement to attend 
any research meetings as appropriate. 
 
3.9 Ethical considerations 
This is a phenomenological study where participants were being asked to describe their 
lived experience over the course of two interviews, some months apart. This posed a 
number of ethical issues that needed to be considered. 
Informed consent – An information leaflet was written introducing myself as the 
researcher, the purpose of the study and the intended processes of data collection and 
analysis (Appendix one) and a consent form (Appendix two).  The information also made 
it clear that a study participant could change their mind and withdraw at any stage. This 
is important because the nature of phenomenological research means that study 
participants will be re-counting personal experiences that they have had. The re-telling 
of these experiences may lead to feelings or insights that they had not anticipated and 
may be uncomfortable with and not wish to pursue. Consent therefore should always be 
open to on-going discussion and potentially withdrawal (Silverman 2010). 
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Confidentiality - is important in any research, but particularly when people are 
identifying personal approaches to core role related activities and possible 
organisational factors that may help or hinder them. Therefore all data was coded 
(Burns & Grove 2005; Polit & Hungler 2010) with participants being offered the choice 
of having their data either returned to them or destroyed at the end of the study. 
During the course of the study all data was stored in a locked cupboard. It was agreed 
that Trust management would receive no information nor have access to information 
regarding who did or did not participate in the study. Similarly, it was agreed when 
seeking access to the MMs, that the Trust Management would have no access to 
original participant data, audio tapes or transcripts. Any data that the Trust would view 
would be that which had already been agreed and validated by study participants prior 
to its inclusion in any documentation for wider dissemination. This was to remove the 
potential for participant data being used inappropriately by the organisation. Study 
participants could have complete trust in the confidentiality of their decision to 
paƌtiĐipate iŶ the studǇ aŶd that aŶǇ fiŶdiŶgs ǁould Ŷot ďe ͚tƌaĐeaďle͛ ďaĐk to theŵ. 
This helps to foster and support consent and confidence to talk openly and honestly 
during the interviews. 
Voluntary participation -At all times it was made clear that participation was voluntary 
and not a requirement. The MMs had to actively opt in to the process by individually 
contacting the researcher to register their interest in participating and then signing a 
consent form and then attending for the one:one interviews. Consent has to be freely 
given with the knowledge that it can also be withdrawn in order to be valid (Silverman 
2010). 
Non Malificence – or avoidance of harm to study participants is an essential element of 
ethical research. Potentially, the study participants might become upset when 
recounting a decision making scenario if it had been a difficult experience for them. 
However, they had complete freedom of choice over what scenarios they chose to 
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describe. In addition, as a Registered Mental Health Nurse, I felt competent as the 
researcher to manage that type of situation if it arose.  
The Independence of the Researcher –I was an external person to the host organisation 
and unknown to the study participants and therefore along with the above ethical steps 
put in place was able to demonstrate a credible level of independence and impartiality.  
However, as a phenomenological study actively using the principles of the Hermeneutic 
Circle, I also needed to acknowledge with them that my experience as a senior nurse 
and national leadership facilitator would influence on how I interpreted the data. This 
was part of the explanation they received for inviting them to a second interview and 
engaging with a process of co-construction of meaning from the data. 
 
3.10 Sampling and recruitment of Modern Matrons 
Sampling is about identifying a representative target group that meets the eligibility 
criteria of a particular study. This had been achieved in regards to locating the study 
within an organisation. The principle then had to be repeated in order to identify 
individual study participants. This studǇ ǁas aďout uŶdeƌstaŶdiŶg the MM͛s liǀed 
experience of leadership and management decision making and therefore the eligibility 
criteria were that any potential study participant had to be employed as a Modern 
Matron by the host organisation.  This created a potential sample size of nineteen if 
everyone volunteered to be involved.  A question for qualitative researchers that is 
more difficult to answer thaŶ ǁith ƋuaŶtitatiǀe ƌeseaƌĐh is ͚hoǁ ŵaŶǇ iŶteƌǀieǁs is 
enough? There are pragmatic considerations such as the number of researchers to read 
the text and the time available to undertake the analysis Silverman (2010).  Polit and 
Hungler (p.266) suggest that iŶ Ƌualitatiǀe ƌeseaƌĐh, ͞sŵall saŵples aƌe usuallǇ 
adequate to capture a full range of themes emerging in relation to the phenomenon of 
iŶteƌest.͟ Hoǁeǀeƌ, it Đoŵes doǁŶ to judgeŵeŶt as to ǁhetheƌ the saŵple size 
obtained is sufficient to generate the insight into the phenomenon being studied. From 
a peƌspeĐtiǀe of ƌigouƌ, Cƌist aŶd TaŶŶeƌ ;ϮϬϬϯ,p.ϮϬϯͿ  offeƌ the guidaŶĐe that the ͞size 
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of the sample is considered adequate when interpretations are visible and clear and 
new informants reveal no new findings. ͟ A decision was taken to initially aim to recruit 
up to seven MMs to the study as that would be sample of size of just over a third of the 
total number of MMs and then review whether the data arising from the interviews was 
sufficient to address the research question. 
The chair of the monthly MM meeting put the study as an agenda item and provided a 
15 minute time slot for a presentation on the framework and purpose of the study.  The 
plan was to leave information leaflets with the MMs at their meeting to reduce the risk 
of feeling pressured to make a decision one way or another by the group or the 
researcher. I anticipated that participation in the study would produce information and 
insight that would be directly useful to the MM (East et al 2010) as the process would 
enable them to construct and use their own knowledge (Reason 1994,p.328) within 
their everyday working practice.  
In addition, all participants would be offered a 'feedback' workshop on the theory and 
practice of decision making and the key findings from the study. It was anticipated that 
these last two points, combined with the opportunity to be 'heard' would make 
participation in the study an attractive and not too time consuming an activity.  
I attended the MM meeting and introduced the aims and objectives of the study. There 
were only ten people present and being mindful that with a relatively small group to 
recruit from, study participants͛ anonymity might be compromised, interested parties 
were asked to individually contact the researcher following the presentation at the MM 
meeting. The intention being that those who elected to participate in the one:one 
interviews would only be identifiable by their colleagues if they chose to let them know. 
Due to the low numbers present the Chair agreed to include the written information 
regarding the study in the minutes that went out, so that all of the MMs would have 
access to the information. Nine people confirmed that they would be happy to 
participate in the study. Five of those were direct from the meeting and as they chose to 
volunteer to participate in front of their colleagues at the initial presentation they were 
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clearly more identifiable than the four study participants who chose to volunteer via e-
mail. It was decided to accept all nine volunteers to allow for one or two possibly 
dropping out of the study and bringing the numbers down to the initially proposed 
number of seven. All volunteer participants were asked to complete consent forms 
(appendix 2) and a convenient time was arranged to interview them. 
 
3.11 Data Collection through semi-structured interviews 
The one:one interviews were semi-structured in design in order to ensure the research 
aims were addressed whilst allowing sufficient flexibility for space for other issues to be 
raised by the participants. Interviews are often described as a ͚conversation with a 
purpose,͛' however, that belies the level of skill that is required to facilitate the process 
effectively (Robson 1993; Polit and Hungler 1983). The researcher is a registered mental 
health nurse and experienced in the area of facilitating conversations as part of 
professional practice as well as in a research context. The similarity in skill sets between 
the two contexts is useful, but Bulpitt & Martin (2010) caution the researcher to be 
mindful that during a research interview they do not slip into therapeutic questioning 
mode. 
An interpretive phenomenological study aims to understand lived experience and invites 
people to talk openly and honestly about their experiences (Barker 1996). Therefore, as 
Benner (1994,p.108) suggests, it is important that the interview context is as conducive 
as possible. This includes paying attention to the physical issues such as the location and 
layout of the room and the appropriateness of the words used to ask questions or 
prompt for further information and clarification. The interviews took place in a room 
that was on the hospital site but away from their place of work. This was to increase the 
ease of access for the interviews, whilst minimising the distractions of meeting in or 
near their clinical area. The one:one interviews (using an interview  schedule that the 
participants received by e-mail one week prior to the interview) were scheduled to last 
for approximately one hour, but the room was booked for two hour slots to ensure that 
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there was sufficient time if the interviews lasted longer and also for ensuring all audio 
tapes were correctly labelled and boxed. I ensured that I arrived at least 20mins in 
advance of the scheduled interview time to allow sufficient time to prepare the room, 
seating arrangements, positioning of audio equipment to make it as unobtrusive as 
possible and testing of audio equipment to make sure everything was working and 
ready to go. There was an individual bottle of water and a glass on a small side table for 
each interview along with a small box of tissues, as a contingency in case someone 
became emotional when recounting a decision making scenario. I also ensured that I 
had the names and contact details of other sources of support within the organisation 
should they be needed. I did not expect there to be any undue emotion as the MMs 
would be in charge of deciding what they chose to share, however, sometimes, people 
can be surprised by their own reaction when re-telling or re-living a situation. In reality 
none of the MMs became upset. On average, the interviews lasted between 45 minutes 
to an hour. All interviews were audio recorded and transcribed to facilitate detailed 
analysis (Oppenheim 1992:67), the identification of relevant themes and allow for 
secondary analysis as part of the audit trail in regards to maintaining rigour. 
I had initially intended to use a Computer Assisted Qualitative Data Analysis System 
(CAQDAS) such as Nudist or Atlas and attended a training course early on in the study. 
This was to support me with the analysis by providing an electronic means for me to 
organise the data, allocate codes and highlight and tag identified pieces of texts. 
However, I do not generally find computer programmes intuitive to use and therefore I 
found that when it came to using the software on the study data, I was not sufficiently 
competent to use it effectively. Therefore rather than risk compromising the study 
through poor use of a CAQDAS, I decided to use  a more traditional index card system to 
organise and track the data and finally papered a wall of my study to create a large 
mind map of the emerging themes and data. This was an approach I had used before 
and did, I feel allow me to get really close to the data as I was physically handling it – 
writing words down, moving paper about and cutting things out.  I used Đolouƌed ͚post it 
Ŷotes͛ to Đƌoss ƌefeƌeŶĐe ƌaǁ data to diffeƌeŶt eŵeƌgiŶg theŵes. This appƌoaĐh ǁoƌked 
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well, it allowed me to immerse myself in the data and get very familiar with it as I was 
hand writing the index cards and then putting the data back together in the form of a 
Mind Map to see the whole picture. A more traditional approach to the analysis was 
manageable with the volume of data that I had. However, for a larger study, it would be 
necessary to use a computer package to manage the greater volume of data.  
 
Summary 
This chapter has outlined why the study has been set in an interpretive 
phenomenological framework and explained the rational for using semi-structured 1:1 
interviews as the primary source of data generation. The actual process of sampling and  
interviewing for the study has been described, leading into the analysis of the data 
which will be discussed in the next chapter.   
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Chapter Four - Data Analysis 
Introduction 
This chapter describes the process of analysiŶg the data aŶd hoǁ the studǇ͛s fiŶdiŶgs 
emerged. The intention is to enable the reader to follow the process that was 
undertaken and understand how the final themes emerged from the raw data, thereby 
providing an audit trail. 
In a phenomenological study it is important to minimise the risk of the interpreter 
projecting their own world onto the text and reading something into the text that is not 
there (Benner 1994). Therefore, the analytical approach adopted needed to support an 
interpretation of the data that could then be explored and developed further with the 
study participants in order to be an accurate interpretation of their experience of 
leadership and management decision making. 
A two stage iterative process was used to analyse the data. As described in the previous 
chapter, the first stage involved the researcher immersing themselves in the data 
thƌough aŶ iŶitial ͚Ŷaïǀe͛ ƌeadiŶg of the tƌaŶsĐƌipts. TheŶ reading and re-reading in order 
to really understand what was being said aŶd to ďegiŶ a ͚theŵatiĐ aŶalǇsis.͛ The 
emerging themes were then coded, using different coloured highlighter pens within the 
main body of the transcripts and coloured index cards to write specific excerpts from 
the text that illustrated the theme, each one with a reference to be able to re-locate it 
in the transcripts. The excerpts and emerging themes were also written out on different 
coloured and shaped post-it Ŷotes aŶd theŶ used to Đƌeate a ͚ŵoǀeaďle͛ ŵiŶd ŵap oŶ 
the wall of my study. This enabled me to create a large, visual representation of the data 
which I could either stand back from and see in its entirety or focus in on individual 
sections as part of the process of collapsing the data into pertinant themes. 
This was consistent with adopting a hermeneutic circle approach to the method of 
interpretation as it enabled the data to be broken down and understood as a smaller 
section before being easily re-assembled as required to facilitate an accurate analysis 
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and understanding of the data in its entirety. This process enabled a gradual reduction 
in the number of themes in order to arrive at the fewest number that best represented 
the interpretation of the data at that stage. (See appendix five for a schematic account 
of the analysis process). 
Through a second round of one:one interviews, the emergent themes were presented 
back to the participating MMs for comment and prioritisation and to describe in more 
depth what the themes meant to them. This process of co-construction helps to 
establish the credibility of the study findings and facilitates an evolving understanding of 
the data between the researcher and the study participants (Cader et al 2009; Paterson 
2001;, Lincoln & Guba 1985) and maintains a commitment to the cyclical process of 
developing and growing an understanding of the data (Bradbury-Jones et al 2010).  
As has been discussed, the principles of the Hermeneutic Circle and investigator 
reflexivity have been an integral part of the design and conduct of the study. This has 
been supported through a number of practical strategies and processes that created the 
opportunity for peer feedback on my approach to the analysis and interpretation of the 
data: 
 I have two A4 journals charting my progress through this study with notes on 
observations, thoughts and feedback from my own reflections, feedback from 
supervision and questions that I have been asked when either formally or 
informally discussing the study. 
 Being a member of a Doctoral Action Learning Set at Northumbria University 
 Presenting at an internal lunch time Phd seminar at the University of Leeds  
 Invited to attend and discuss my research to the second cohort of Northern 
Leadership Academy Research Fellows 
These strategies have all been very useful. However, on reflection, I think it would have 
been helpful to have spent some more structured time reflecting on my experiences as a 
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nurse and facilitator of leadership courses in relation to each of the emerging themes to 
more rigorously examine how that may have influenced the data interpretation. This 
type of reflection is not unusual, the literature (Koch 2006, Draucker 1999) on 
phenomenological research would suggest that it is a challenge to recognise and capture 
all relevant insights and report on their influence on the data analysis process. 
 
4.1 Data analysis - Stage One: Emergent Themes 
This section shows that following numerous readings the data was coded and then 
gradually collapsed until from the first round of one:one interviews there were Nine 
emergent themes, each with a number of sub themes and key words (see table 6 
below).  
Table 5 –Emergent Themes 
Main Theme Contributing sub themes 
1. Types of decision Operational – patients, staff, environment, 
givens/directives, promoting safety and removing 
danger 
Strategic – Advising and Influencing 
Clinical - Specific Clinical Interventions, Bed Moves, 
Clinical Standards, Ethical Issue 
People related decisions - Patients, carers, staff 
(within the patch), Other staff in the organisation, 
people external to the organisation 
2. Time frames Urgent, Planned, Opportunistic 
3. Advising  Modern Matron – credibility, competence, 
confidence 
Senior Manager – Willingness to seek MM advice, 
how early involve the MM, Own level of expertise, 
Expectations of the Modern Matron role 
Organisational Culture – Expectations of MM role, 
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Support for a MM voice,  
4. Influencing Modern Matron – confidence, competence, 
credibility, proactive, interest in strategic issues, view 
of MM role – operational v strategic 
Senior Manager – leadership/management style, 
confidence in the MM, view of the MM role overall 
Organisational Culture – Expectations of the MM 
ƌole͛ AĐĐeptaďilitǇ of iŶflueŶĐiŶg upǁaƌds, OpeŶ to 
active participation of MM 
5. Supporting factors Personal credibility of the MM 
Knowledge of the organisation 
6. Hindering factors Senior Managers – relationship between MM and the 
manager, occasionally individual manager not 
involving a MM 
7. Attribute of the 
Modern Matron 
Personality, Experience, Networks, Willingness to ask 
8. Useful Training Leading an Empowered Organisation (LEO), Flexible 
Thinking, Critical Incident Training, Leadership 
Effectiveness Analysis (LEA), Trust Preparatory 
Modern Matron workshops, Degree Studies, Post 
Graduate Diploma Studies 
9. Modern Matron 
Decision Making 
Approaches/Strategies 
Logical approach, knowledge expertise, Use 
procedures, Stop and think, Reflect on decision taken, 
Be willing to change decision, Phone a friend, 
Consider alternatives, Consider similar situations 
 
To demonstrate the process of analysis and data collapsing that was undertaken, one of 
the above themes from table 5, ͚tǇpes of deĐisioŶs͛ is speĐifiĐallǇ foĐused upoŶ. Using 
participant quotes to illustrate how it developed through analysis of the transcripts, this 
theme is discussed in more detail.   
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4.2 Types of decisions  
Clinical related decisions - Decisions relating to a named patient. They might be about a 
specific clinical intervention, readiness for discharge or for moving to a different bed 
within the hospital. Whilst the latter could potentially be viewed as an operational 
decision, it has been included in clinical decision making because the MMs identified 
these decisions as a case by case decision, driven by the clinical need of the patient and 
not the operational needs of the Trust.  A consistent theme of the decision making 
scenarios regarding clinical issues was that the MMs generally found this to be the 
easiest type of decision to make. 
 ͞I ŵeaŶ its easǇ to ŵake a ĐliŶiĐal deĐisioŶ ďeĐause ǁe haǀe got lots of ĐliŶical 
ďaĐkgƌouŶd͟ ;MMϵ.ϵͿ  ͞“o ĐliŶiĐal deĐisioŶs aƌe Ŷot haƌd ďeĐause Ǉou kŶoǁ Ǉou haǀe got to do 
soŵethiŶg, Ǉou ĐaŶ͛t just sit ďaĐk͟ ;MM ϵ.ϭϬͿ  ͞CliŶiĐal deĐisioŶs aƌe easǇ, ďeĐause Ǉou just kŶoǁ͟ ;MMϵ.ϭϯͿ 
 
Operational related decisions - Decisions relating to the day to day running of the 
service that involved patients, staff, the environment, implementation of national 
directives and local Trust decisions.  Decisions often focused on safety and the removal 
or minimisation of a perceived danger.  A number of the situations occurred when the 
MM ǁas the ͚dutǇ ŵaŶageƌ͛ foƌ the Tƌust aŶd the opeƌatioŶal issue ŵaǇ theƌefoƌe 
relate to a clinical environment other than the one they were generally attached to. 
Other situations related to the clinical area (generally on both hospital sites) that they 
were responsible for. 
 ͞I ƌeallǇ like gettiŶg iŶǀolǀed iŶ iŶĐideŶts aŶd ĐoŵplaiŶts aŶd ƌeallǇ gettiŶg to the 
ďottoŵ of it͟ ;MMϵ.ϭϲͿ  ͞A lot of ouƌ deĐisioŶs aƌe aƌouŶd thiŶgs like staffiŶg issues, ĐoŵplaiŶts 
management, bed deĐisioŶs aŶd stuff like that.͟ ;MMϱ.ϭͿ  ͞‘isk ŵaŶageŵeŶt, I just loǀe all that ďeĐause ƌisk ŵaŶageŵeŶt is Ŷot soŵethiŶg 
that I haǀe ĐoŶsĐiouslǇ kŶoǁŶ I͛ǀe doŶe iŶ the past͟ ;MMϵ.ϭϲͿ  ͞I thiŶk theƌe aƌe haƌd deĐisioŶs, paƌtiĐulaƌlǇ iŶ this ƌole aďout fiŶaŶcial 
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iŵpliĐatioŶs aŶd thiŶgs.͟ ;MMϴ.ϳͿ  ͞I haǀe daǇ to daǇ ƌespoŶsiďilitǇ foƌ the daǇ to daǇ ŵaŶageŵeŶt of the seƌǀiĐe 
on both sites. The budget is just short of 4 million pounds on each site and that is 
totally my responsibility to manage and take decisions͟ ;MMϴ.ϭͿ 
 
Strategic related decisions   
Decisions requiring the MM to think ahead and to consider longer term issues and the 
broader picture when making decisions. Typically they often involve advising senior staff 
about the implications for clinical and professional practice and the need or desire to 
influence decisions regarding service developments. 
 ͞I͛ǀe doŶe thiŶgs aďout thiŶkiŶg hoǁ seƌǀiĐes deǀelop aŶd look toǁaƌds the 
future and I think developing that thinking and foresight helps you to make the 
diffiĐult deĐisioŶs  that Ǉou haǀe to ŵake Ŷoǁ͟ ;MMϴ.ϲͿ  ͞We haǀe to look at hoǁ a deĐisioŶ theŶ affeĐts hoǁ ǁe plaŶ foƌ the futuƌe, hoǁ 
we are going to communicate with others and how we are really going to sort of 
learn from what has happened to then make plans to stop things happening 
agaiŶ.͟ ;MMϲ.ϭͿ  ͞I thiŶk it is iŵpoƌtaŶt to haǀe aŶ aǁaƌeŶess of ǁhat is goiŶg oŶ iŶ the Tƌust. 
There is a lot of work going on around how the whole health service is changing. 
͞You haǀe to thiŶk diffeƌeŶtlǇ fƌoŵ hoǁ Ǉou did.͟ ;MMϱ.ϴͿ  ͞Most of the stƌategiĐ stuff that I get iŶǀolǀed is ďeĐause I ďaŶg oŶ dooƌs aŶd saǇ 
͚I ǁaŶt to ďe iŶǀolǀed. Please ĐaŶ I ďe iŶǀolǀed?͛͟ ;MM ϱ.ϮϭͿ  ͞You Ŷeed to see thiŶgs at diffeƌeŶt leǀels ǁithiŶ aŶ oƌgaŶisatioŶ as theǇ 
influence why and how Ǉou ŵake deĐisioŶs.͟ ;MMϴ.ϭϱͿ  ͞We had ŵeetiŶgs ǁith the seŶioƌs, the ŵaŶageƌs, - there was myself and five 
otheƌ people iŶǀolǀed iŶ deĐidiŶg oŶ hoǁ ŵaŶǇ ďeds ǁe Đould ƌeduĐe ďǇ͟ 
(MM6.1) 
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People related decisions 
These situations typically involve decisions that either have a clear impact on an 
individual or require the MM to make decisions regarding how best to approach 
soŵeoŶe ǁho theǇ peƌĐeiǀe as a ͚diffiĐult peƌsoŶ.͛ 
 ͞I thiŶk haƌd deĐisioŶs aƌe aƌouŶd people aŶd theiƌ attitudes. You kŶoǁ, ǁheŶ 
you have got a particularly difficult member of staff. What may have worked 
elseǁheƌe doesŶ͛t ŶeĐessaƌilǇ ǁoƌk this tiŵe. GeŶeƌallǇ I thiŶk it is the people 
side of thiŶgs that ŵake soŵe deĐisioŶs diffiĐult.͟ ;MMϴ.ϱͿ  ͞But it ǁas just aďout soŵeďodǇ, eǀeŶtuallǇ, along the line making a decision 
aŶd suppoƌtiŶg staff ƌeallǇ͟ ;MMϴ.ϭϭͿ  ͞Theƌe ǁas a lot of the teaŵ that I kŶeǁ ǁould sǁiŵ, eǀeŶ if I thƌeǁ theŵ iŶ the 
middle of the sea, they would survive. Then there were those that I knew 
ǁouldŶ͛t. The ͚oŶe to oŶes͛ ďeĐaŵe very difficult you know, the comments of 
͚ǁhǇ aƌe Ǉou doiŶg this to ŵe?͟ ;MMϲ.ϱͿ  ͞That ǁas ǀeƌǇ diffiĐult aŶd she ΀ŵeŵďeƌ of staff΁ ǁouldŶ͛t listeŶ to ŵe. IŶ the 
eŶd I just had to apologise that I͛d upset heƌ, ďut I͛d felt I͛d ŵade the ƌight 
decision and that ǁe ǁeƌe Ŷot goiŶg to ďe aďle to agƌee oŶ it.͟ ;MMϳ.ϵͿ 
 
4.3 Analysis of the emergent nine themes 
Each of the emergent themes at Stage One of the analysis was determined through the 
saŵe pƌoĐess of aŶalǇtiĐal ƌefiŶeŵeŶt as desĐƌiďed iŶ seĐtioŶ ϰ.Ϯ, ͚tǇpes of deĐisioŶs.͛ 
There are some sub themes such as credibility, competence and confidnece which 
feature in more than one of the primary themes. These were identified as requiring 
further exploration and discussion during the second stage of 1:1 interviews with each 
of the MMs in order to establish a more in depth understanding of what these terms 
meant to the MMs and their relevance to leadership and management decision making. 
The nine emergent themes (Table 6), reflect the content of the data and include the 
types and the context of the leadership decisions that the MMs described. It also 
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highlights the range of strategies that the MMs used to help them with the different 
decision making scenarios they faced.  However, the analysis had resulted primarily in a 
list of descriptive features of MM decision making. Therefore the second stage needed 
to contribute more depth of understanding of the MM experience of decision making 
and which of the features they considered to be of most importance. 
This is consistent with a phenomenological approach of seeking to understand the lived 
experience of study participants. There was a need to identify if there were more 
specific factors that enabled, helped or hindered these MMs to take leadership 
decisions in relation to strategic, operational, clinical and people related situations and 
to be able to influence and advise decision making situations in the way that they 
described. These factors might be tangible as in specific steps or actions or more 
conceptual, but equally important for driving the attitude and behaviour of both 
individual MMs and the organisation as a whole in relation to decision making. 
Could I have collapsed the data further? Possibly, in regards to the feedback on 
influencing and advising, but I had planned for a second interview with the MMs to 
facilitate a process of co-analysis and co-construction of meaning and decided to let the 
MMs directly comment on the emerging themes. Then, where necessary, for them to 
further refine them rather than me. 
 
4.4 Data analysis – Stage Two 
Each participating MM was invited to a further 1:1 meeting to discuss the emergent 
themes. The first stage analysis was presented back to the MMs in two ways to increase 
the likelihood of them absorbing and engaging with the data analysis and so maximising 
their input during stage two of the analysis. They each received a copy of the Stage One 
analysis in the form of a Mind Map™ (appendix four and discussed in the methods 
chapter) identifying each of the emergent themes and their related sub-themes and a 
written summary providing a slightly more detailed interpretation of the themes.  This 
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approach was chosen as MiŶd MappiŶg™ is ƌeĐogŶised as a useful ŵethod foƌ displaǇiŶg 
information (Buzan 1993) as: 
 it is possible to present a lot of information in a structured manner on one page 
and show how the themes have emerged and relate to one another  
 the information is presented in a non-hierarchical manner and therefore it is 
possible to avoid inadvertently implying something is more important by putting 
it first, as in a more traditional list approach 
 the style of presentation is pictorial in nature and uses colour, which for many 
people is more easily absorbed than a more traditional text based approach. 
These initial findings were used as a focus for discussion during the second interview 
and to enable the MMs to comment on how well the findings reflected their eǆpeƌieŶĐe͛ 
(Cader et al 2009; Paterson, 2001). In general, they were all in agreement with the 
interpretation of the data and happy to validate the emergent themes. They confirmed 
that the laĐk of issues uŶdeƌ the ͚hiŶdeƌiŶg faĐtoƌs͛ theŵe ǁas aŶ aĐĐuƌate ƌefleĐtioŶ of 
their experience. This failure to ideŶtifǇ ͚hiŶdeƌiŶg faĐtoƌs͛ ǁill ďe aŶ aƌea foƌ fuƌther 
exploration in Chapter Six. The MMs also confirmed the positive experience of the 
organisation culture being a significant enabler for them in regards to decision making. 
This will be expanded further during chapters five and six. 
Their main point of clarification was that theǇ ĐoŶsideƌed ͚adǀisiŶg aŶd iŶflueŶĐiŶg͛ to 
be generally the same behaviour. It was the context that was different. The feedback 
suggested that ͚adǀisiŶg͛ was something that MMs were more likely to do with an 
individual or a group that were generally at either a similar position (across disciplines) 
or lower in the organisational hierarchy and therefore there was a greater expectation 
that the MM͛s adǀiĐe ǁould ďe folloǁed oƌ iŵpleŵeŶted. Wheƌeas ͚iŶflueŶĐiŶg͛ ǁas 
seen as happening with more senior staff or people outside of the organisation – 
individuals or groups who did not necessarily feel obliged to follow or implement a 
recommendation and had the authority to choose not to. 
106 
 
The MMs were then asked to be more specific in regards to what they considered to be 
the critical factors for them in making leadership related decisions.  With all research , 
how you ask questions, the style, nature of content and context can all influence the 
response that a participant gives (Oppenheim 1992). To minimise this influence, each 
MM was asked the same question.  ͞Please ideŶtifǇ up to teŶ keǇ ǁoƌds/theŵes oŶ the 
͚Mind Map͛ that you believe are most relevant for you in making leadership and 
ŵaŶageŵeŶt ƌelated deĐisioŶs.͟  They were given a maximum number to encourage 
them to discriminate and prioritise those words that they considered to be most 
relevant to their decision making. The words circled then informed the questions during 
the second 1:1 interview where each MM was invited to describe what they understood 
the words to mean.  
It could be argued that the presentation of the data in the following table looks 
quantitative in style as it records frequency. However, the primary intention was to 
inform the questions for the second round of 1:1 interviews. Each MM was asked about 
the words they had circled in order to seek a greater understanding of their individual 
experience of and approach to decision making and what they perceive to be the 
important factors that help them.                                                                                           
Table 6: Summary of themes circled by Modern Matrons 
                                                             Modern Matron 
Word/Theme Circled 1 2 3 4 5 6 7 8 9 
Credibility of the M. Matron √ √ √ √ √ √ √ √ √ 
Reflection √ √ √ √ √ √ √ √ √ 
Organisational Culture √ √ √ √ √ √ √ √ √ 
Authority to make decisions √ √ √  √ √ √ √ √ 
Modern Matron Competence √ √ √  √ √ √ √  
Networks   √ √ √ √  √  
Senior Managers leadership 
style 
√  √ √  √   √ 
Confidence √ √   √ √   √ 
S. Manager confidence in MM  √ √  √  √  √  
Leading an Empowered Org 
(LEO) 
√  √   √ √   
Consider similar situations  √      √ √ 
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Critical Incident Training     √  √ √  
Willingness to ask   √ √     √ 
Personality of MM  √  √   √   
Knowledge of organisation     √  √  √ 
Operational √   √    √  
Time       √  √ 
Logical approach  √        
Be willing to change a 
decision 
   √      
Phone a friend     √     
 
The above table provides some very useful data in regards to providing a consistent 
approach to establishing the areas for further questioning during the second interview. I 
had to be careful not to conflate frequency with importance. Therefore, although there 
are three themes: credibility of the modern matron; reflection and organisational culture 
that were identified by all of the Modern Matrons. This table does not indicate if any one 
of those themes was of significantly more importance than the other two. What it does 
indicate is that there is a consensus that they are relevant to decision making and that as 
they were identified by all of the MM, they will be discussed more frequently during the 
1:1 interviews than those themes that were only identified by two MMs. It is the analysis 
of their descriptions in the second interview that informs the level of importance. 
No-one circled less than 10 themes – although there was the option to circle less, implicit 
in the question was that they would identify ten. This could have been addressed by 
giving a minimum and maximum number of themes to identify. The instructions could 
have read, ‘to circle between five and ten themes.’ 
Whilst table 6 demonstrates that there was some variation between the MMs, there 
was also a significant level of consensus. Three themes were circled by all of the MMs - 
ĐƌediďilitǇ of the ModeƌŶ MatƌoŶ,͛ ͚ƌefleĐtioŶ͛ aŶd ͚oƌgaŶisatioŶal Đultuƌe͛. 
These were followed by ͚authoƌitǇ to ŵake deĐisioŶs͛ which eight of the nine matrons 
circled and ͚ŵodeƌŶ ŵatƌoŶ ĐoŵpeteŶĐe͛ which was highlighted by seven MMs. A 
further four themes were identified by five MMs including: Ŷetǁoƌks, seŶioƌ ŵaŶageƌ͛s 
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leadership style, confidence and senior managers confidence in MMs.  The 
organizational development course, Leading an Empowered Organisation was identified 
by four people and the remaining ten themes were identified by three or less of the 
participating MMs. These latter  themes ,that were only ticked a few times eg: logical 
approach, be willing to change a decision and phone a friend appear to be idiosyncratic  
decision making strategies that only some MMs use or consider to be important. Table 7 
reflects both the individual MM data whilst also providing a summary picture of which 
themes were cited more frequently and were therefore maybe of greater importance. 
 
Second interviews 
Whilst some interpretation of the relative importance of different themes could be 
inferred from the frequency with which they were cited in table 7, to be consistent with 
understanding the data from the perspective of the MMs, it was necessary to engage in 
further discussion in order to co-create the meaning. 
During the second round of 1:1 interviews, the MMs were asked to be more specific 
about the ten themes that they had circled on their mind maps and to explain from their 
perspective the meaning of those words. Field notes were taken to capture the key 
words that the MMs were using to describe their choices. 
To illustrate this process, included is a copy of the completed Mind Map and 
accompanying field notes (typed up for ease of reading) that were taken for Modern 
Matron 1. The other eight sets of mind maps and field notes are in Appendix Five. 
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Figure 8: Mind Map from Modern Matron one 
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Table 7: A selection of notes from second interview with Modern Matron one 
Word/Phrase 
circled 
Field notes of description 
Credibility I͛ǀe ǁoƌked heƌe a loŶg tiŵe. I kŶoǁ ŵaŶǇ of the ĐoŶsultaŶts aŶd 
senior managers when they were juniors. People know me, how I 
work, that I am good at my job. I can do the job and feel that I am 
trusted to do the job. 
Reflect on 
decisions 
Of course its important. Its how we learn from our mistakes. I 
should maybe do it more often. Its about stopping and thinking and 
being more honest with yourself. 
Organisational 
culture 
Strong ethos of staff involvement and people being accountable for 
decisions. LEO is a big thing. Everyone but everyone has to go on 
LEO. Its good, I like the Đultuƌe. I͛ŵ glad its spƌeadiŶg to the otheƌ 
site, will help  join us up better. 
Authority to 
advise/take a 
decision 
Freedom to get on and do as I think as an experienced professional 
nurse needs to be done. It has boundaries, usually financial ones. 
Means more responsibility, but so long as you know what you are 
doiŶg that͛s OK. 
Modern Matron 
competence 
Means being capable, knowing what we have to do and being able 
to do it. Having confidence in your abilities. 
 
The field notes from the second round of interviews provide additional depth and 
insight into the relevance of the various terms identified by the MMs from the Mind 
Maps. Below is a summary of the field note descriptors for the twenty terms. 
Table 8: ͚Summary of theme descriptors͛ 
Theme Descriptor 
Credibility of The 
Modern Matron 
I can do the job and feel I am trusted to do the job. We know what 
we are doing. Earned it though lots of years of experience. People 
ask us our opinion. Managers will listen to us. Gives us power and 
authority which is useful in tricky situations. About trust  
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Reflection Stopping and thinking about what I am doing. Thinking could 
I/should I have made the decision differently? Taking time out to 
pƌess the ͚pause͛ ďuttoŶ. Paƌt of ďeiŶg a pƌofessioŶal Ŷuƌse.  MeaŶs 
being honest with yourself and asking for feedback from others and 
then accepting it. 
Organisational 
culture 
Empowerment, everyone but everyone has to go on LEO, No blame 
culture, Expected to get on with it. Its generally a nice atmosphere 
and people get on which makes it easier to make decisions and work 
through things that might be difficult. Devolved decision making. 
Encouraging staff to fulfill their potential. About trust and respect 
and everyone doing their bit. 
Authority to 
make decisions 
Can get on with the job, Backed up by line manager/organisation. 
FƌustƌatiŶg if Ǉou Ŷeed it ďut haǀeŶ͛t got it as it ĐaŶ sloǁ thiŶgs 
down. Helps make me more credible as it says I am trusted to do the 
job 
Modern Matron 
competence 
Expertise, experience, competence to do the job, Have got the 
knowledge and skills. Have a lot of years of experience. Know what 
to do ǁheŶ, ǁho to Đall. Aďout ďeiŶg ͚fit foƌ puƌpose͛. CoŵpeteŶĐe 
gives you credibility which gives you authority 
Networks People I can ask formally or informally for advice or information. 
Useful for making contact with people. Helps me to know what is 
happening. Can use them to indirectly make something happen or 
get some information somewhere. Helps me stay in touch with the 
bigger picture 
Senior manager 
leadership Style 
Can make work of MM easier or harder. About how much/little they 
are willing to let go of/devolve to the MM. About how much 
authority they will let go of. Need to understand work with their 
style to get the best out of them 
Modern Matron 
confidence 
About trusting your abilities and inspiring trust in others. Need to 
have confidence your manager will support you. Confidence grows 
with experience and a supportive org. Part of being competent – 
knowledge and skills is not enough, need confidence to use them. 
About believing in yourself 
Leading an 
Empowered 
Organisation 
(LEO) 
Leo is good – provides a solid foundation for both individual staff 
and wider org behavior. Core staff development course that 
everyone goes on. Bout empowerment and trust and being 
accountable. Provided some techniques and strategies that as a MM 
I could use with staff to get the best out of them. 
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Senior manager 
confidence in 
Modern Matron 
Someone having confidence in you feels very motivating. More likely 
to be asked your opinion early on. High trust adds to your credibility 
with other staff. Low confidence from manager would feel very 
under-mining 
Consider similar 
situations 
Very few situations are unique. Need to think laterally. Just helps me 
as a strategy when I am not sure. Looking for similar principles can 
help provide some ideas as to how best to make the decision. 
Critical incident 
training 
The structure and systematic approach are ƌeallǇ useful. DoesŶ͛t tell 
you what to do, but provides clear guidance. You can use the 
framework when making other types of complex decisions. Gave me 
confidence to tackle bigger or more contentious issues 
Willingness to 
ask 
Goes back to networks, having people you can ask for help/advice. 
You can get another perspective, help get clarity on what you should 
be doing. Need to know when to ask. There is a lot of credibility in 
adŵittiŶg Ǉou doŶ͛t kŶoǁ aŶd askiŶg foƌ help. CaŶ ďe easieƌ 
sometimes to ask networks rather than immediate colleagues. 
Personality of the 
Modern Matron 
PeƌsoŶalitǇ ĐaŶ͛t help ďut iŶflueŶĐe deĐisioŶ ŵakiŶg – it͛s a 
reflection of who you are and so impacts on how people presents 
issues to you etc etc.. I know I am more direct than some – others 
give a lot more explanation. My natural decision is to make a 
decision and move on 
Knowledge of the 
organisation 
I kŶoǁ peoples͛ peƌsoŶalities, foiďles, ŵaǇďe thiŶgs that theǇ aƌe 
passionate about and so make decisions accordingly to get the best 
out of them. Sometimes it is easier to make decisions when you have 
been in an organisation a while, you know its history, custom and 
practice and the unwritten rules that apply. 
Operational Everyday things requiring decisions that are fairly easy to take as it 
is about drawing down on experience as a clinician. You know the ins 
and outs and likely consequences of operational decisions. The 
Modern Matron role means that generally we have the authority to 
take operational  decisions. Operational decisions are easier. 
Logical approach Putting in a step by step process that makes sense to everyone. 
Time How much time you have influences the nature and quality of the 
decision. Time influences how much information you can get to 
make a rounded/informed decision. Need to be able to assess when 
to give a situation more time and when to give a quick response and 
deal with the issue. 
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Be willing to 
change a decision 
Sometimes you get more information – or you stop and think and 
ƌealise thiŶgs ǁeƌeŶ͛t Ƌuite so straight forward. People respect you if 
you admit that maybe you got it wrong and you want to change 
your decision. 
Phone a friend Having people other than your manager who you can ring for 
advice/information re a decision. 
It isŶ͛t possiďle to alǁaǇs ďe Đonfident and competent to make a 
decision – having a network of friends is really helpful 
 
4.5 Outcomes of Stage One and Stage Two Data Analysis 
The on-going process of content analysis and refinement of the data was continued with 
the additional data collected during the second stage of analysis using Lindseth & 
Noƌďeƌg͛s fƌaŵeǁoƌk. The data from stage two had more boundaries as it was directly 
related to the twenty themes that emerged from the stage one analysis. A similar 
process of data immersion was adopted by reading and re-reading the data several 
tiŵes to ďegiŶ to ideŶtifǇ the theŵes that ǁeƌe piǀotal to MMs͛ leadeƌship aŶd 
management decision making. The original transcript data was then re-visited and re-
read to establish whether the themes emerging from stage two were consistent with 
and could be traced back and connected to the more in-depth first round of interviews. 
This process of distillation resulted in six themes:  
 Theme 1 - Approaches to Decision Making 
 Theme 2 - Credibility 
 Theme 3 - Power   
 Theme 4 - Authority 
 Theme 5 - Organisational Culture 
 Theme 6 - Reflection   
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These themes are all well supported within the study transcripts, some overtly and 
otheƌs, suĐh as ͚poǁeƌ͛ aŶd ͚ƌefleĐtioŶ͛ at a ŵoƌe suďtle leǀel iŶitiallǇ. UŶlike a Ŷuŵďeƌ 
of other themes, these six all grew in importance through the co-creation process with 
the MMs and the second round of interviews. 
In order to stay connected to the original transcript data which is where the MMs 
actually described the decision making scenarios that they chose to highlight, it was 
important to cross reference the themes back with the raw data. This is particularly true 
foƌ͛ poǁeƌ͛ to eŶsuƌe that it ǁas pƌeseŶt iŶ the oƌigiŶal data, eǀeŶ if its sigŶifiĐaŶĐe ǁas 
only established during stage two of the analysis. This process is illustrated in Appendix 
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4.6 Final six themes from the analysis 
Below are the final six themes resulting from stage one and two analysis with a short 
descriptor for each one. 
Theme 1 - Approaches to decision making captures the numerous small themes that 
emerged during stage one analysis such as phone a friend and adopt a logical approach 
that reflect individual MM approaches to decision making. Whilst these small themes 
were all cited by three or less people in table 6, they are fundamental to the research 
ƋuestioŶ of ͚ǁhat aƌe the deĐisioŶ ŵaking strategies of MMs?͛ 
Theme 2 – Credibility was, following the stage one analysis, a component of three other 
themes, advising, influencing and supporting factors. Its relevance was cemented during 
the second stage of analysis when all nine of the MMs ideŶtified ͚ĐƌediďilitǇ͛ as oŶe of 
their ten priority word. The field notes that were then taken during the second 
interview re-eŶfoƌĐed the iŵpoƌtaŶĐe of ͚tƌust͛ iŶ ƌelatioŶ to the ƌole of credibility in 
decision making. They also demonstrated that there is an inter-relationship between 
credibility, authority and power which will be discussed later. 
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Theme 3 - Authority to make decisions was identified by eight of the nine MMs during 
the process of identifying the ten most relevant words and phrases in relation to 
decision making (table 6). During the second round of interviews, the manner in which 
the MMs defined the term included reference to organizational culture, competence in 
the role and confidence of the senior manager in the MM to be able to do the job and 
take appropriate decisions. 
Theme 4 - Power grew in importance during the co-creation process with the MMs. It 
was not a specific theme that was identified during the stage one data analysis and 
therefore it was not available as a theme for validation or prioritisation during the stage 
two analysis. However, whilst taking field notes during the second round of interviews, 
the teƌŵ ͚poǁeƌ͛ aƌose oŶ a Ŷuŵďeƌ of occasions in relation to the MM͛s desĐƌiptioŶ of 
authority, credibility and organizational culture. Whilst there is a connection with these 
themes, it is sufficiently distinct to be addressed separately. On re-reading the literature 
and the original interview transcripts, the ĐoŶĐept of ͚poǁeƌ͛ is relevant and has a 
presence in the data. It appears to be a by-product or outcome of the previous themes 
and therefore less tangible and initially more difficult to identify, yet the literature 
would suggest very important.  
Theme 5 -  Organisational Culture was initially identified as a sub-theme within advising 
aŶd iŶflueŶĐiŶg aŶd itself had fuƌtheƌ suď theŵes of ͚eǆpeĐtatioŶs of the ModeƌŶ 
MatƌoŶ͛, ͚ suppoƌt foƌ a ModeƌŶ MatƌoŶ ǀoiĐe͛, ͚authoƌitǇ of a ModeƌŶ MatƌoŶ to 
adǀise͛ ͚aĐĐeptaďililtǇ of iŶflueŶĐiŶg upǁaƌds͛ aŶd ͚authoƌitǇ to speak/take deĐisioŶs.͛ Its 
importance was re-enforced during the stage one validation process and second stage 
of analysis when all nine of the MMs Đhose ͚oƌgaŶisatioŶal Đultuƌe͛ as oŶe of theiƌ teŶ 
priority words that were important for decision making. 
Theme 6 - Reflection was a theme that was highlighted by each of the MMs during the 
process of validating the stage one data analysis and the second round of interviews.  
During stage one data analysis, reflection was a sub theme of Approaches to Decision 
Making. However, the level of importance accorded to it by the MMs during the second 
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stage of data collection and analysis and the supporting evidence from the original 
transcripts elevated it to the level of a primary theme. 
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Chapter Five – Findings 
Introduction  
This study addresses two research questions. The fiƌst is, ͚What aƌe the deĐisioŶ ŵaking 
strategies of MMs iŶ ƌelatioŶ to leadeƌship aŶd ŵaŶageŵeŶt issues?͛ Theŵe ϭ, DeĐisioŶ 
Making Approaches, which emerged from the data links directly to this. The second 
ƌeseaƌĐh ƋuestioŶ is, ͚What aƌe the iŶflueŶĐiŶg faĐtoƌs that help oƌ hiŶdeƌ that pƌoĐess?͛ 
Five themes emerged from the analysis and help to provide a context for the MMs͛ use 
of specific decision making approaches.  These were:  
 Credibility  
 Authority  
 Power  
 Organisational Context  
 Reflection.   
This chapter presents the findings in two parts, addressing each of the research 
questions in turn.  Each of the emerging themes is examined, drawing upon the study 
data, using participant quotes as appropriate, to illustrate the relevant theme in the 
context of the role of the MM. This is against a backdrop of relevant cross-referencing to 
the literature review. Whilst the themes are presented individually within this chapter, 
they are not unrelated or distinct. In many instances, one section of data transcription 
can illustrate two, three or more of the emergent themes.  
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5.1 Question One - The Decision Making Approaches of Modern Matrons? 
This section presents the findings under the following broad headings: 
 Heuristics 
 Specific Decision Making Approaches  
 Decision Making Frameworks 
The analysis highlighted two main areas within the data, related to the theme of 
decision making approaches. The first of these is aligned with the literature definition of 
the concept of heuristics, those underlying principles and values that guided and 
informed the MMs͛ ďeliefs aŶd theƌefoƌe theiƌ appƌoaĐhes to diffeƌeŶt deĐisioŶ ŵakiŶg 
scenarios.   The second area relates to the specific decision making approaches or 
strategies that the MMs recognised they used and often consciously applied when faced 
with decision making scenarios. These findings are then considered in the context of 
recognised steps within established decision making frameworks.  
 
5.1.1 Heuristics 
Heuristics are an integral facet of how people manage the myriad of decisions that they 
are faced with every day (Bazermann 2002). They generally operate at a subconscious or  
implicit level, influencing the manner in which a person sees, hears, experiences and 
therefore responds to the situations that they face. 
This was clear in a number of the interviews where the MMs expressed strong personal 
beliefs that then influenced aspects of their decision making. These included:  
 Essence of good  nursing  Patient care, ethics and safety   Nature of leadership and management 
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Essence of good nursing: 
There were a number of heuristics expressed that were clearly grounded in the MMs͛ 
extensive experience of working as senior Registered Nurses. They reflected their beliefs 
about core values that then drove their decision making when managing staff in relation 
to direct patient care and also in regard to the management of a nursing team so as to 
optimize best practice. 
I haǀe alǁaǇs ďeeŶ dƌiǀeŶ ďǇ patieŶt Đaƌe, that͛s ďeen my force throughout (MM 5.15) 
I have always taught every nurse that you treat every single patient as if it were one of 
Ǉouƌ oǁŶ, that͛s ŵǇ goalpost. (MM 1:13) 
One of the first things I wanted to do after I had got to know them a little bit better was 
͚off dutǇ͛ ďeĐause I aŵ a gƌeat ďelieǀeƌ that oŶĐe Ǉou get the off dutǇ ƌight, it helps 
everything else (MM 2:1) 
I very much feel that getting quality care for your patients, you do it through your staff 
and you do it through training. Happy staff, you get that through good off duty, [team] 
being comfortable in their job, getting training opportunities and just having a happy 
UŶit ǁheƌe people aƌe spokeŶ to ǁith ƌespeĐt.͟ (MM 2:14) 
͞I suppose I haǀe the old fashioŶed ďelief sǇsteŵ that a Ŷuƌse͛s uŶifoƌŵ is aďout ďeiŶg 
professional, about giving out those standards to people. You know, what you see is 
ǁhat Ǉou get. AŶd if soŵeďodǇ ΀a Ŷuƌse΁ ĐaŶ͛t get theŵselǀes up aŶd dƌessed pƌopeƌlǇ 
and looking smart in the morning, then you know, the care that they give may well be in 
the saŵe ǀeiŶ͟ (MM 4:24) 
͞WheŶ soŵeďodǇ thƌoǁs soŵethiŶg at ŵe, the fiƌst thiŶg that goes thƌough ŵǇ head is 
͚is that ƌight foƌ the patieŶt͛͟ ;MM ϱ:ϵͿ 
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Patient care, ethics and safety 
When discussing a specific incident in which the police had been called to remove 
someone, the MM concerned was very clear on two different heuristics as to why she 
had followed the process that she had. The first heuristic was that staff safety was 
paramount an issue that she repeated in a number of ways  
͞Fƌoŵ a staff safetǇ poiŶt of ǀieǁ͟ (MM 1.2)  
͞PoteŶtiallǇ I Đould haǀe put staff iŶ a daŶgeƌous positioŶ if I hadŶ͛t ΀Đalled the poliĐe΁͟  
(MM 1:3) 
͞We͛ǀe fought it aŶd ǁe ǁeƌe ƌeallǇ pƌoaĐtiǀe iŶ ŵakiŶg suƌe Đhange came about .... it 
ǁas gettiŶg oǀeƌ the patieŶt safetǇ aspeĐt͟ ;MM ϱ:ϴͿ 
The second heuristic relates to ethics and the nursing code of conduct in relation to 
deĐisioŶs, suĐh as ǁhat ĐaŶ aŶd should ďe diǀulged ƌegaƌdiŶg a patieŶt͛s Đaƌe. As a 
result, despite being under pressure by a hospital visitor to explain her actions in having 
a patient removed by the police, the MM͛s ďelief iŶ the iŵpoƌtaŶĐe of ĐoŶfideŶtialitǇ 
meant that she absorbed the criticism and angry comments that she was receiving.  
͞“o I eǆplaiŶed to this ladǇ that foƌ ethiĐal ƌeasoŶs I ĐouldŶ͛t disĐuss the Đase ǁith heƌ. 
To ǁhiĐh she said she ǁould ŵake a ĐoŵplaiŶt to the Tƌust͟ (MM 1.2) 
Another MM ǁas dƌiǀeŶ ďǇ the iŵpoƌtaŶĐe of ͚patieŶt safetǇ͛ ǁheŶ tƌǇiŶg to peƌsuade a 
group of the need for a change in process. 
 
 Nature of leadership and management 
Heuristics can also lead to ͚knee-jerk͛ or reactive decision making. One MM4 described a 
scenario involving uniforms. ͞OŶe of ŵǇ ďiggest issues aŶd theǇ kŶoǁ it is, ďeĐause theǇ 
quoted me, saǇiŶg ͚ǁe kŶoǁ ǁhat Ǉou aƌe like ǁith uŶifoƌŵs, ďut ĐaŶ ǁe …?͛ MǇ iŶitial 
ƌeaĐtioŶ ǁas ͚Ŷo͛. TheŶ I looked iŶto it fuƌtheƌ ….   In this instance, the MM recognised 
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that her strong beliefs about uniforms and how and where they should be worn might 
be clouding her ability to make a considered judgement regarding the situation that had 
been brought to her attention.  
In contrast, a different MM described a different and more transformational leadership 
style where she felt strongly that in her practice and sphere of responsibility, ͞People 
are spoken to with respect and they are not shouted at and nobody puts anybody down 
…. Its haǀiŶg that ethos oŶ the UŶit that Ǉou tƌeat people ǁith ƌespeĐt͟ ;MMϮ.ϭϰͿ 
The iŵpaĐt of a stƌoŶg ďelief aďout the ͚ƌight ǁaǇ͛ to lead people and make decisions is 
captured by one MM who said ͞You kŶoǁ I ǁould just loǀe to go iŶ soŵetiŵes aŶd saǇ 
͚this is ǁhat ǁe aƌe doiŶg aŶd doŶ͛t aƌgue ǁith ŵe ďeĐause ǁe aƌe doiŶg it, eŶd of 
stoƌǇ.͛ But, Ǉou ĐaŶ͛t, Ǉou haǀe got to sit doǁŶ aŶd Ǉou have got to negotiate with them 
and you have got to ask them their views. You have got to get their input because if you 
just tell theŵ theǇ aƌe just Ŷot goiŶg to do it.͟ ;MMϴ.ϭϮͿ. Whilst on occasions, this 
Matron clearly found it frustrating to involve people in decisions that she felt it would 
be quicker for her to just make and implement. She also expresses a belief about the 
importance of shared decision making for the successful implementation of decisions 
that is strong enough to over-ride the occasional frustration. 
 
5.2 Specific decision making approaches 
The MMs generally required some prompting during the first interview to provide 
explanatory detail on how and why they took the decisions they did in the situations 
they chose to describe. These prompts took the foƌŵ of phƌases suĐh as ͞tell ŵe a ďit 
ŵoƌe aďout hoǁ Ǉou ŵade that deĐisioŶ͟ aŶd ͞ǁhǇ ǁeƌe Ǉou Đoŵfoƌtaďle that ǁas the 
ƌight deĐisioŶ?͟ The additioŶal depth these pƌoŵpts illiĐited pƌoǀide soŵe iŶsight iŶto 
the range of strategies that the MMs recognized they used.  
No individual MM listed all of the strategies and some only identified one strategy as 
being the one thing that they consciously do when faced with a difficult decision making 
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situation. The following is a list of strategies that emerged when the MMs were 
describing decision making scenarios during the first round of interviews. 
Table 9: Range of strategies identified by individual MMs 
Strategy Modern 
Matrons 
Strategy Modern 
Matrons 
Adopt a logical 
approach 
1,6,7 Using knowledge and expertise 1,2,3,7,9 
Use existing 
procedures 
1 & 4 Stop and Think 3,5,7,8,9 
Reflect on 
decision taken 
2,7 Be willing to change decision 8 
Phone a friend 3,7,8,9 Consider Alternatives 1,7,8 
Consider similar 
situations 
1,2   
Below are some excerpts from the transcripts that illustrate and support these different 
decision making approaches that have been highlighted. They are a mixture of direct use 
of the terminology, naming or identifying a particular approach and short descriptive 
scenarios that illustrate the approach in action.    
 
5.2.1 Adopt a Logical Approach 
Some of the MMs make reference to consciously thinking a situation through and taking 
a more step by step approach 
͞I ǁould tƌǇ aŶd folloǁ thiŶgs thƌough Ƌuite logiĐallǇ ... I thiŶk a logiĐal progression, 
ŵakiŶg Ŷotes aŶd just gettiŶg thiŶgs so that Ǉou haǀeŶ͛t ŵissed aŶǇthiŶg ;MM.ϳ:ϰͿ 
͞You haǀe got to detaĐh Ǉouƌself aŶd Ǉou haǀe got to ďe logiĐal.͟ ;MM ϲ.ϳͿ 
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There is reference to training that the MMs all received in how to conduct investigations 
which has undoubtedly influenced some of the Modern Matrons in their thinking and 
approach and on occasions fostered a more  logical and rational approach.  
͞I͛ǀe goŶe oŶ aŶ IŶǀestigatioŶ Couƌse foƌ Leadeƌs ǁithiŶ the oƌgaŶisatioŶ. “o that ŵakes 
you kiŶd of thiŶk Ŷot to diǀe iŶ aŶd thiŶk ͚ah this is it͛ aŶd to thiŶk iŶ a logiĐal ŵaŶŶeƌ 
fƌoŵ the tiŵe of aƌƌiǀal aŶd look at is as a ǁhole piĐtuƌe, alŵost pƌoĐess ŵappiŶg ƌeallǇ͟ 
(MM 7:4) 
͞The AdǀaŶĐed IŶǀestigatioŶs Couƌse helped ŵe eŶoƌŵouslǇ͟ ;MM ϭ:ϭϯͿ 
 
5.2.2 Using Knowledge and Experience 
There are some general reflections on the impact of experience on how the MMs 
approach decision making situations. 
͞I suppose ďeĐause of Ǉouƌ eǆpeƌieŶĐe that Ǉou haǀe got, that Ǉou haǀe ďeeŶ a Ŷuƌse 
for a long number of Ǉeaƌs, Ǉou haǀe got the judgeŵeŶt.͟ ;MMϮ.ϲͿ 
͞You ĐaŶ Đall oŶ past eǆpeƌieŶĐes … I do look ďaĐk to situatioŶs that I haǀe ďeeŶ 
iŶǀolǀed iŶ aŶd hoǁ I felt aŶd I haǀe just Đalled oŶ ŵǇ past eǆpeƌieŶĐe.͟ ;MMϯ.ϭϮͿ 
 ͞I suppose that͛s ŵaǇďe eǆpeƌieŶĐe aŶd Ŷot jumping to conclusions and looking at the 
ǁhole piĐtuƌe as opposed to ŵaǇďe just the faĐts that Ǉou aƌe iŶitiallǇ pƌeseŶted ǁith͟ 
(MM 7:3) 
͞ I thiŶk ďeĐause I kŶeǁ it had ǁoƌked ďefoƌe aŶd I ǁas faŵiliaƌ ǁith it aŶd I kŶeǁ all 
the ins and outs and the dowŶfalls ďeĐause I haǀe got eǆpeƌieŶĐe of it oǀeƌ the Ǉeaƌs͟ 
(MM 2.:4) 
͞I thiŶk ŵǇ kŶoǁledge of the hospital, staff aŶd patieŶts aŶd ǁhiĐh ǁaƌds do ǁhat.͟ 
(MM 1.4) 
͞A ĐliŶiĐal deĐisioŶ is easǇ, ďeĐause Ǉou just kŶoǁ.͟ ;MMϵ.ϭϯͿ 
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5.2.3. Use Existing Procedures 
There was a mixed reference to the role of policies and procedures in decision making 
ranging from an acceptance that they were there and had to be abided by to whether 
they were a help or a hinderance to the MMs. 
͞At the eŶd of the daǇ, ǁe do haǀe a Tƌust poliĐǇ aŶd people ĐaŶ͛t just go Ŷatiǀe aŶd do 
theiƌ oǁŶ thiŶg.͟ ;MMϰ.ϮϰͿ 
 ͞We haǀe got a zeƌo toleƌaŶĐe ΀poliĐǇ΁ that is used to pƌoteĐt staff. That iŶteƌŶal 
agreement that we will contact police and act on patients being violent sort of helped 
me make the deĐisioŶ.͟ ;MM ϭ.ϯͿ 
In this instance, the objective was two - fold; to keep staff safe and to ensure that 
organisational guidelines were followed. 
In another situation, the MM recognizes that some of the decisions that she finds more 
difficult to make are those relating to policy targets. In particular, four hour waits in A & 
E, where she feels  that  some clinical decisions are being driven by meeting the target  
fiƌst aŶd the patieŶt͛s ĐliŶiĐal Ŷeed seĐoŶd.  
͞Taƌgets ĐaŶ ďe fƌustƌatiŶg .... What I stƌuggle with sometimes is the fact that our 
deĐisioŶ ŵakiŶg is dƌiǀeŶ ďǇ taƌgets aŶd soŵetiŵes it ĐaŶ ďe uŶsafe.͟ ;MM ϭ.ϲͿ 
 
5.2.4 Stop and Think (about the wider picture) 
The iŵpoƌtaŶĐe of pƌessiŶg the ͚pause͛ ďuttoŶ to alloǁ ŵoƌe iŶfoƌŵatioŶ to ďe 
gathered and to provide the MM ǁith the ͚spaĐe͛ to staŶd ďaĐk, ƌefleĐt aŶd look at the 
bigger picture is a common theme for a number of the MMs. 
͞VeƌǇ ofteŶ I fiŶd ďeĐause I aŵ dƌiǀiŶg ďetǁeeŶ sites, that tiŵe ǁheŶ I aŵ sat iŶ the Đaƌ 
on my own, I can think about thiŶgs.͟;MM ϯ.ϯͿ 
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͞I͛d saǇ Ŷoǁ, that siŶĐe I haǀe ďeeŶ iŶ this ƌole, I haǀe ĐhaŶged hoǁ I ŵake deĐisioŶs. I 
used to ďe ǀeƌǇ ƌeaĐtiǀe as iŶ ͚ǁhǇ aƌe ǁe doiŶg this?͛ You kŶoǁ soŵeďodǇ ǁould tell 
me something or a decision to be made and I could feel myself getting wound up and it 
ǁould ďe ͚ƌight, I͛ǀe ŵade ŵǇ deĐisioŶ aŶd that͛s ǁhat ǁe aƌe doiŶg.͛ Wheƌeas I teŶd to 
look at things more widely now. I tend to think things through a bit more and then I will 
usuallǇ haǀe a ŵoƌe stƌuĐtuƌed deĐisioŶ.͟ ;MM ϱ:ϮϴͿ 
͞Well you have to weigh up everything. You have to look at what the decision is that you 
aƌe goiŶg to ďe ŵakiŶg aŶd ǁhǇ Ǉou Ŷeed to ŵake that deĐisioŶ.͟ ;MMϴ.ϱͿ 
͞I uŶthƌead it, I talk it thƌough. I aĐtuallǇ haǀe people dotted aƌouŶd the plaĐe, tǁo 
Sisters in particular who I get a lot from because they make me stop and think before I 
opeŶ ŵǇ ŵouth soŵetiŵes.͟ ;MMϵ.ϭϭ 
͞I spoke to the staff aŶd kiŶd of looked at the ǁhole sĐeŶaƌio aŶd I still ǁasŶ͛t gettiŶg 
aŶǇ aŶsǁeƌs ǁhatsoeǀeƌ …. … so I took the iŶǀestigatioŶ a little fuƌtheƌ …. It just didŶ͛t 
seem to add up. So I went back and thought about it more and realized there were CCTV 
Đaŵeƌas ĐoǀeƌiŶg that aƌea, so ǁatĐhed theŵ …. The ladǇ had Ŷot ďeeŶ ƌuŶ oǀeƌ ďǇ a 
trolley, she had actually tripped and fallen herself..͟   ͞I suppose ŵaǇďe that is 
experience, and not jumping to conclusions and looking at the whole picture as opposed 
to ŵaǇďe just the faĐts that Ǉou aƌe iŶitiallǇ pƌeseŶted ǁith.͟ ;MMϳ.ϯͿ 
 
 
5.2.5 Reflect on decision taken 
This was an approach that featured strongly during the data analysis, particularly during 
the second stage. 
͞I thiŶk Ǉou just do it ǁithout thiŶkiŶg aďout it soŵetiŵes. But, if theƌe aƌe diffiĐult oŶes 
to ŵake, I like to ŵull thiŶgs oǀeƌ ….. I ǁill go aǁaǇ aŶd thiŶk aďout it aŶd Ǉou aƌe 
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thiŶkiŶg ͚haǀe I doŶe the ƌight thiŶg?͛ … ǁas that the ƌight thiŶg to do aŶd go aǁaǇ aŶd 
thiŶk aďout it. I kŶoǁ if I aŵ uŶĐoŵfoƌtaďle ǁith soŵethiŶg it ƌeallǇ ĐhuƌŶs ŵe up͟ 
(MM2.22) 
͞I do thiŶk I ƌefleĐt, ƌeallǇ leaƌŶ, so that ŵaǇďe if I Đould do thiŶgs ďetter, or if it has 
ďeeŶ a good ǁaǇ of dealiŶg ǁith thiŶgs theŶ to use those stƌategies agaiŶ.͟ ;MMϳ.ϰͿ  
 
5.2.6  Be willing to change a decision 
The following scenario is an account of a scenario that had happened a few years ago 
that had clearly resonated and remained with the MM as an important principle – that 
having made a decision it is important to remain open to the possibility of changing it.  
͞“he Đaŵe to ŵe aŶd said ͚ĐaŶ ǁe tƌial theŵ͛ aŶd I said ͚Ŷo͛. It ǁasŶ͛t uŶtil I saǁ the 
look on her face as she walked away and never said anything else to me,  that I thought 
͚ǁell I shouldŶ͛t haǀe doŶe that, I should haǀe asked.͛  I thiŶk at the ďaĐk of ŵǇ ŵiŶd I 
ǁas ǀeƌǇ Ŷeǁ iŶ post aŶd theƌe ǁas peƌhaps a little ďit of ͚ǁhǇ didŶ͛t I thiŶk of that 
oŶe?͛ I let it go a ǁeek oƌ tǁo aŶd theŶ I said to heƌ ͚Ǉou kŶoǁ ǁhat Ǉou said to ŵe 
ďefoƌe, ǁhǇ doŶ͛t Ǉou Đost it all up aŶd shoǁ ŵe its goiŶg to ŵake a diffeƌeŶĐe.͛ AŶd ǁe 
aƌe still usiŶg theŵ todaǇ aĐtuallǇ.͟ ;MMϴ.ϭϱͿ 
In this one scenario, the MM has also used a range of other strategies, including: 
knowledge and experience and taking time to reflect on the decision that was made. 
This demonstrates both the interconnectedness of the strategies and that decision 
making can involve the use of multiple strategies. 
5.2.7 Phone a Friend 
This approach demonstrates the importance of networks and knowing a range of people 
who can be approached when advice, support or confirmation is required to support an 
individual in their decision making. 
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͞“o I talk it thƌough. I aĐtually have people dotted around the place and two Sisters in 
particular, who I get a lot from because they make me stop and think before I open my 
ŵouth soŵetiŵes͟ ;MMϵ.ϭϭͿ 
͞I eŶlisted the help of a fƌieŶd͟ ;MM ϯ.ϲͿ 
I do like to ask otheƌ peoples͛ opiŶioŶ. I think you should do, especially if the decision is 
faƌ ƌeaĐhiŶg.͟ ;MMϳ.ϵͿ 
͞I ƌelǇ oŶ  the otheƌ ModeƌŶ MatƌoŶs Ƌuite a lot ΀ǁith deĐisioŶ ŵakiŶg΁. I ƌelǇ oŶ theŵ a 
lot for their help  
 
5.2.8 Consider Options 
This strategy has evolved during the study froŵ the iŶitial teƌŵ ͚ĐoŶsideƌ alteƌŶatiǀes͛ to 
͚ĐoŶsideƌ optioŶs.͛ This is a ŵoƌe aĐĐuƌate ƌefleĐtioŶ of the tƌaŶsĐƌipt data where the 
MMs describe identifying a few different solutions and is consistent with the literature 
where Adair (2007:28) emphasises the iŵpoƌtaŶĐe of the ǁoƌd ͚optioŶs͛ as opposed to 
͚alteƌŶatiǀes.͛ ͞AŶ alteƌŶatiǀe is liteƌallǇ oŶe of tǁo Đouƌses opeŶ. DeĐisioŶ-makers who 
lack skill tend to jump far too quickly to the either-or alternatives. They do not give 
enough time and mental eneƌgǇ to geŶeƌatiŶg at least thƌee oƌ fouƌ possiďilities͟  
͞I usuallǇ tƌǇ to thiŶk aďout a pƌoďleŵ aŶd usuallǇ ĐaŶ Đoŵe up ǁith tǁo oƌ thƌee 
sĐeŶaƌios of ǁhiĐh ǁaǇ I ĐaŶ go ǁith it͟. ;MM ϭ:ϯͿ 
͞I ǁould haǀe a look at the pƌoďleŵ, thiŶk of a feǁ solutioŶs aŶd piĐk the ďest oŶe.͟ 
(MM8.5) 
One MM reflected on one particular decision that she had found difficult and that whilst 
she was comfortable that she had made the right decision, she has not anticipated the 
outcome that arose from her decision. This is a good eǆaŵple of Adaiƌ͛s ;ϮϬϬϳ,p.ϯͿ 
ĐoŶĐept of ͚lateŶt ĐoŶseƋueŶĐes͛ – an unexpected outcome or impact of a particular 
decision. 
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͞You liǀe ǁith the deĐisioŶ, ďut I thiŶk it͛s the outĐoŵe of it that Ǉou doŶ͛t alǁaǇs 
aŶtiĐipate.͟ ;MMϳ.ϴͿ 
 
5.2.9 Consider Similar Situations 
There was a recognition within the interviews, that one strategy the MMs used was to 
consider (or possibly reflect) on situations they had previously experienced that were 
similar in nature in order to help them decide on an appropriate course of action. 
͞I kŶeǁ it had ǁoƌked at ΀the otheƌ oƌgaŶisatioŶ΁ aŶd I ǁas faŵiliaƌ ǁith it ….. I haǀe got 
eǆpeƌieŶĐe of it oǀeƌ the Ǉeaƌs.͟ ;MMϮ.ϰͿ 
͞I thiŶk that Ǉou aƌe alǁaǇs goiŶg to Đoŵe aĐƌoss a pƌoďleŵ that Ǉou haǀe Ŷot 
encountered before. But I think you tend to rely on things that may have been a similar 
eǆpeƌieŶĐe oƌ soŵeďodǇ else͛s eǆpeƌieŶĐe that theǇ haǀe shaƌed ǁith Ǉou – you think – 
haŶg oŶ a ŵiŶute, ͚I ĐaŶ ƌeŵeŵďeƌ ǁhat theǇ did ǁith this͛͟ ;MM ϭ.ϮϲͿ 
 
In summary, a total of nine decision making strategies were identified during the 
interviews with the MMs as techniques they use to help them when making leadership 
and management related decisions. However, these strategies were not overtly linked 
to a model or framework. Instead they appear to have been stand alone approaches 
according to individual MM preference and experience. 
 
5.3 Decision Making Frameworks 
Whilst the MMs might not have made any explicit reference to knowing about or 
consciously using a recognised decision making model or framework, both the decision 
making strategies they identified and the decision making scenarios they chose to 
describe clearly illustrate approaches that would be viewed as indicative of either a 
129 
 
intuitive or rational approach to decision making. The findings are also significant in 
regards to intuitive and rational decision making steps that the MMs did not describe 
using.  
The following table displays these findings, illustrating the connections (or lack of them) 
between the MMs decision making strategies and those associated with either an 
intuitive or rational model of decision making.  
IŶ the left haŶd ĐoluŵŶ, oŶlǇ tǁo of the siǆ stages, ͚siŵilaƌitǇ ƌeĐogŶitioŶ͛ aŶd ͚skilled 
kŶoǁ hoǁ͛ ǁithiŶ DƌeǇfus aŶd DƌeǇfus͛s IŶtuitiǀe ŵodel of deĐisioŶ ŵakiŶg Đoƌƌelates 
ǁith stƌategies, ͚ĐoŶsideƌ siŵilaƌ situatioŶs͛ aŶd ͚usiŶg kŶoǁledge aŶd eǆpeƌtise͛ 
described by the MMs. 
IŶ the ƌight haŶd ĐoluŵŶ oŶlǇ oŶe of the siǆ steps, ͚geŶeƌate feasiďle optioŶs,͛ ideŶtified 
ďǇ Adaiƌ͛s ‘atioŶal ŵodel of deĐisioŶ ŵakiŶg Đoƌƌelates ǁith the stƌategǇ, ͚ĐoŶsideƌ 
alteƌŶatiǀes͛ desĐƌiďed ďǇ the MMs. 
There are a further six strategies described by the MM that can be seen as leaning 
towards (shown by the direction of the arrow) a rational or intuitive approach but not 
sufficiently close that the findings can be linked to a specific step within either 
approach.  
A rational and intuitive decision making framework were used as one means of making 
sense of, presenting and discussing the emerging themes and not as a frame for 
informing the interview questions and generation of the data. The study was looking to 
establish an insight into MM decision making, not test out known decision making 
frameworks.  
 
 
 
130 
 
Table 10: Mapping out Decision Making Strategies 
Intuitive Decision Making 
Steps 
Strategies identified by the 
Modern Matrons 
Rational Decision Making 
Stages 
Similarity Recognition Consider similar situations  
Skilled Know How Using knowledge and 
expertise 
 
 Consider alternatives Generate feasible options 
 Stop and think  
 Adopt a logical approach  
 Use existing procedures  
 Reflect on decision taken  
 Be willing to change a 
decision 
 
 Phone a friend  
Pattern Recognition None Define the objective 
Common Sense 
Understanding 
None Collect relevant information 
Sense of Salience None Assessing the risk 
Deliberative rationality None Assessing the 
consequences 
 None Implementing and 
evaluating 
 
The following section will look at those steps within the intuitive and rational models 
that are distinct from the strategies identified by the MMs. It will identify where there is 
evidence within the data to demonstrate that the MMs are using these strategies in 
practice, even if they do not themselves recognise or overtly identify that they are 
during an interview situation. 
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Intuitive decision making steps – (Dreyfus and Dreyfus 1986) 
Pattern recognition quote from Modern Matron transcripts 
Spotting patterns emerging 
in the form of behavior or 
re-occurring problems 
͞We kŶeǁ that this ǁas a patteƌŶ of esĐalatioŶ ǁith heƌ 
ďehaǀioƌ͟ ;MMϭ.ϮͿ 
 
Common sense 
understanding 
quote from Modern Matron transcripts 
Dreyfus and Dreyfus (1985) 
suggest that there are 
some things that are just 
obvious and that the 
decision making is about 
common sense not any 
particular expert 
knowledge or senior 
position within an 
organisation. 
͞If the Đoƌƌidoƌ is diƌtǇ Ǉou ǁould get soŵeoŶe to ĐleaŶ it 
anyway. Which you would do, or I would like to think that 
you would do anyway, because that is just common sense. 
You doŶ͛t Ŷeed a MatƌoŶ͛s title to ďe aďle to tell Ǉou to ask 
somebody if there is litter on the floor to pick it up and 
that tǇpe of thiŶg͟. (MM 2:7) 
 
Sense of salience quote from Modern Matron transcripts 
This is about knowing what 
information and events  
(salient features) are 
particularly important in 
helping to make a good 
decision.  It is associated 
with knowledge and 
expertise and knowing 
what is the right thing to 
do. 
͞I thiŶk to soŵe eǆteŶt it is Ǉouƌ gut feeliŶg as ǁell, that 
ǁhat Ǉou aƌe doiŶg is ƌight.͟ (MM 2.18) 
͞WheŶ I heaƌd that, alaƌŵ ďells ƌaŶg. I kŶew the best 
approach would be to go and talk to them, another phone 
Đall ǁasŶ͛t goiŶg to soƌt it.͟ ;MM.ϳ.ϯϮͿ 
 
 
Deliberative rationality quote from Modern Matron transcripts 
Is associated with expert 
practice when a person 
intuitively recognises that 
I spoke to the staff and kind of looked at the whole 
sĐeŶaƌio aŶd I still ǁasŶ͛t gettiŶg aŶǇ aŶsǁeƌ …… it just 
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they need to step back and 
look at the situation in a 
more structured and 
rational manner 
didŶ͛t seeŵ to add up ;MMϳ.ϯͿ 
Went back herself to examine the area and get more 
detail and facts and uncovered the cause of the accident 
which was very different to the initial claims. As a result 
the Modern Matron reflected 
I suppose maybe that is experience and not jumping to 
conclusions and looking at the whole picture as opposed to 
maybe just the facts that you are initially presented with. 
 
Rational decision making steps – (Adair1984) 
Define the objective quote from Modern Matron transcripts 
Being clear about the 
purpose of the decision and 
what is trying to be 
achieved in making the 
decision 
There were no specific examples within the study data 
that illustrated whether the Modern Matrons specifically 
spent some time being clear about defining the objective 
or purpose of the decision to be made. 
There were exaŵples of the ModeƌŶ MatƌoŶs saǇiŶg ͚I 
kŶeǁ ǁhat had to ďe doŶe͛ and therefore inferring that 
they had defined the objective, but no clear scenario that 
would illustrate them either spending time defining the 
objective or recognizing that time should be spent doing 
that. One Modern Matron did address the importance of 
the other end of the process and that was ensuring that 
there was a clarity of communication re the outcome of 
the decision. 
͞Its aďout ŵakiŶg suƌe that people ĐleaƌlǇ uŶdeƌstaŶd ǁhǇ 
you have made the decision and being clear about how 
you communicate that decision-making process to other 
people so that they understand. (MM7.9)  
 
Collect relevant 
information   
quote from Modern Matron transcripts 
Determining what 
information is available and 
what information is 
required in order to make a 
There was a common theme of gathering information to 
help inform the decision making process 
͞IŶ ŵost thiŶgs Ǉou Ŷeed to staŶd ďaĐk aŶd get Ǉouƌ faĐts 
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decision ďefoƌe Ǉou ƌeaĐt.͟ ;MM ϱ:ϮϮͿ 
͞You͛ǀe got to ŵake hard and fast decisions, unpopular 
decisions, I think part of it is trying to get the full picture 
ďefoƌe Ǉou do soƌt of ƌeaĐt.͟ ;ŵŵ ϱ:ϮϯͿ 
͞“o I thiŶk a lot of it is kŶoǁiŶg ǁhat is goiŶg oŶ aŶd 
knowing about why situations have occurred. If there are 
things underlying to it that can influence your decisions on 
why the situation has arisen. (MM 5:28)  
 ͞LaĐk of iŶfoƌŵatioŶ is alǁaǇs the ďiggest judgeŵeŶt Đall, 
which way you go and you just sometimes have to make 
that deĐisioŶ aŶd theŶ liǀe ǁith it, doŶ͛t Ǉou.͟ (MM 4:5) 
 ͞“o it ǁas iŶǀestigatiŶg ƌeallǇ, tƌǇiŶg to get to the ďottoŵ 
of ǁhat had goŶe oŶ aŶd ǁhat had happeŶed … I ǁeŶt off 
on a kind of fact finding mission really, to find out what 
had happeŶed ….. I thiŶk a logiĐal pƌogƌessioŶ aŶd ŵakiŶg 
notes and just gettiŶg thiŶgs so that Ǉou haǀeŶ͛t ŵissed 
aŶǇthiŶg.͟ ;MMϳ.ϭ-2). 
 
 
 
Assessing risk  quote from Modern Matron transcripts 
Assessing the 
context and 
surrounding 
circumstances 
such as 
knowledge, 
skill and past 
experiences 
͞A lot of it I thiŶk is aďout knowing the staff that you have got and 
knowing what those areas are like so you are minimising your risk by 
doiŶg that.͟ (MM 5:7) 
͞Fƌoŵ a staff safetǇ poiŶt of ǀieǁ͟ (MM 1.2)  
͞I ďased ŵǇ deĐisioŶ oŶ the faĐt the patieŶt ǁas kŶoǁŶ to ďe ǀioleŶt 
and aggressiǀe …. ǁe kŶeǁ that this ǁas a patteƌŶ of esĐalatioŶ ǁith 
her behaviour! (MM 1.2) 
 
Whilst the first quote is about minimising risk, the second is directed more towards 
minimising risk by promoting safety. The focus on promoting safety as opposed to 
avoiding or minimising risk  may be attributable to the code of conduct and the 
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pƌiŶĐiples of ͚ďeŶifiĐeŶĐe͛ aŶd ͚ŶoŶ-ŵalefiĐeŶĐe͛  The thiƌd Ƌuote ƌelates ŵoƌe 
specifically to an individual patient and connects the value of collecting information in 
order to recognize a pattern of behavior that can then be risk assessed.   
Assessing 
consequences 
quote from Modern Matron transcripts 
Assessing the 
likely 
impact/result 
of making the 
decision 
I always try to work it through, well work it back to what was the worse 
possible outcome. You know if I am working through my solutions, and I 
doŶ͛t ǁaŶt it theŶ I doŶ͛t go doǁŶ that tƌaĐk.͟;MM ϰ:ϰͿ 
͞I thiŶk ǁhat helped ǁas thiŶkiŶg thiŶgs thƌough aďout ǁhat the 
ĐoŶseƋueŶĐes ǁould haǀe ďeeŶ.͟ (MM 1.2) 
͞We haǀe got to look at how that decision then affects how we plan for 
the future, how we are going to communicate with others, [before we 
iŵpleŵeŶt it΁͟ ;MM ϱ.ϭͿ  
͞I usuallǇ tƌǇ to thiŶk of the ĐoŶseƋueŶĐe of eaĐh sĐeŶaƌio aŶd ǁhat 
ǁould ďe the ďest outĐoŵe foƌ eǀeƌǇďodǇ.͟ (MM 1.3) 
͞LookiŶg at ǁhat the outĐoŵe is goiŶg to ďe͟ ;MMϵ.ϭϮͿ 
CoŶseƋueŶĐes ĐaŶ Đoŵe iŶ tǁo foƌŵs ͚iŶteŶded,͛ those ĐoŶseƋueŶĐes that ǁeƌe 
plaŶŶed to happeŶ fƌoŵ takiŶg the deĐisioŶ aŶd ͚uŶiŶteŶded͛ ǁhiĐh applies to those 
unforeseen and possibly undesirable consequences that can arise from a decision. If 
potentially undesirable consequences can be identified upfront, then it gives the MM an 
opportunity to choose to take a different decision.  
Implement 
and evaluate 
quote from Modern Matron transcripts 
The need to 
action a 
decision that 
has been 
taken and to 
then measure 
and evaluate 
its impact. 
Implementing a decision out of hours - ͞“oŵetiŵes ǁaƌds ƌefuse to 
take patieŶts aŶd Ǉou go up aŶd Ŷegotiate ďut ultiŵatelǇ, Ǉou saǇ ͚at 
the eŶd of the daǇ, I͛ŵ soƌƌǇ, theƌe is ŶothiŶg else I ĐaŶ do, Ǉou͛ǀe got to 
do it.͟ (MM 2.21) 
 ͞I thiŶk it is aďout a pƌoĐess of iŵpleŵeŶtatioŶ aŶd I alǁaǇs saǇ ǁe ǁill 
tƌǇ it out aŶd if Ǉou doŶ͛t like it, ǁe͛ll look at it agaiŶ.͟ (MM 1.24) 
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In the first quote, the MM is clear that she has a decision to be made that needs to be 
implemented and that after a certain period of discussion, there are occasions when she 
iŶsists that the deĐisioŶ is iŵpleŵeŶted. What she doesŶ͛t theŶ saǇ is ǁhetheƌ she 
evaluates the quality of the decision she took and the manner in which she took it and 
implemented it. 
The second quote describes a different approach, where the MM is happy to take a 
͚tƌial͛ appƌoaĐh, also kŶoǁŶ as ͚pilotiŶg͛ to the iŵpleŵeŶtatioŶ of soŵe deĐisioŶs as a 
ŵethod of gaiŶiŶg people͛s suppoƌt to tƌǇ soŵethiŶg aŶd to geŶuiŶelǇ ͚test out͛ the Ŷeǁ 
procedure to see if it does work as intended. 
 
5.4 Summary of Findings in relation to: 
Question one – what are the decision making strategies of Modern Matrons? 
This section has identified the FiŶdiŶgs fƌoŵ the studǇ iŶ ƌelatioŶ to ƋuestioŶ oŶe, ͚the 
deĐisioŶ ŵakiŶg stƌategies of ModeƌŶ MatƌoŶs.͛ This iŶĐluded ideŶtifǇiŶg eǆaŵples of 
how individual heuristics have influenced the MMs in their decision making and 
describing the range of strategies that the MM͛s use to help theŵ iŶ deĐisioŶ ŵakiŶg 
situations. Within the two decision making frameworks (intuitive and rational), that are 
being used as reference points for this study there are a total of eleven defined steps. 
Even though the MMs may not have consciously identified and articulated it, there is 
evidence to demonstrate that between them, the MMs have used nine of the eleven 
steps in the decision making scenarios that they have described. The two recognised 
steps that did not emerge from the analysis of the data were: 
 Defining the objective 
 Evaluating the decision 
The relevance of their omission will be discussed in the next chapter. 
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Question Two- What are the  influencing factors that help or hinder Modern Matrons 
in their decision making? 
This second section of the Findings chapter will address, the remaining five themes that 
emerged from the analysis and identify relevant supporting study data as appropriate : 
1. Credibility 
2. Authority 
3. Power 
4. Organisational Culture 
5. Reflection 
 
5.5 Credibility – 
Credibility has emerged as a strong and important theme from the study data. 
Sometimes the MMs use the actual word, other times they describe the facets of 
credibility. 
͞I thiŶk the MatƌoŶs aƌe ǀeƌǇ Đƌediďle. I kŶoǁ that the MaŶageŵeŶt Teaŵ that sits iŶ the 
divisional office will take notice of me and consider that I am the expert in this clinical 
aƌea.͟ ;MM ϭ:ϮϮͿ 
͞“o I thiŶk it has ďeeŶ ŵǇ kŶoǁledge of ǁhat Ŷeeds to ďe doŶe ǁhiĐh has helped ŵe 
΀eŶgage people΁ ǁith the deĐisioŶ ŵakiŶg pƌoĐess.͟ ;MM ϯ:ϯͿ 
͞I aŵ still willing to work alongside with nursing staff and I am still experiencing all their 
pƌoďleŵs aŶd diffiĐulties iŶ the daǇ to daǇ ǁoƌk.͟ (MM 1.19) 
͞I thiŶk ŵǇ adǀaŶtage is that I haǀe got Ƌuite a ďit of ĐƌediďilitǇ ǁith the DiƌeĐtoƌsͿ͟ (MM 
3.8) 
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͞LeadiŶg is not always easy, because one lot want to go one way and some want to go 
that way. So you have to prove yourself as a person and clinically. First and foremost, I 
thiŶk Ǉou haǀe to ďe Đƌediďle ĐliŶiĐallǇ.͟ ;MMϴ.ϭϭͿ 
 ͞WheŶ I fiƌst ǁeŶt to the otheƌ site, I got pƌettǇ ŵuĐh of a shoĐk. I ĐouldŶ͛t ďelieǀe hoǁ 
bolchy everyone was. I had to go softly softly and let people see how I worked and let 
them get to know me. On this site, I would have just given the hard word, but that was 
due to the fact that everybody here knows me and respects me. (MM 1.6) 
 
One MM desĐƌiďes ǀeƌǇ eloƋueŶtlǇ hoǁ it ǁasŶ͛t heƌ kŶoǁledge, ďut heƌ appƌoaĐh that 
had earned her a significant level of credibility with one member of staff 
 
͞If I doŶ͛t kŶoǁ, I aŵ opeŶ aŶd hoŶest aŶd up fƌoŶt aďout it aŶd saǇ ͚ǁell this is out of 
ŵǇ aƌea, Ǉou ǁill haǀe to ďeaƌ ǁith ŵe ǁhile I fiŶd out ǁhat to do͛ aŶd that is hoǁ I 
haǀe got thƌough.͟ (MM 3.7) 
 
The same MM then describes some feedback she received on her philosophy and 
approach.  
͞A Ŷuƌse ƌeĐeŶtlǇ said ͚I alǁaǇs ƌeŵeŵďeƌ ǁheŶ Ǉou had Ŷot ďeeŶ heƌe loŶg, ǁe ǁeƌe iŶ 
a MDT ŵeetiŶg aŶd Ǉou ǁeƌe asked a ƋuestioŶ aŶd Ǉou said ͚I doŶ͛t kŶoǁ the aŶsǁeƌ to 
that ďut I ǁill fiŶd out.͛ I thought MatƌoŶs kŶeǁ aďsolutelǇ eǀeƌǇthiŶg. It ŵade ŵe feel a 
whole lot ďetteƌ ďeĐause I doŶ͛t kŶoǁ lots of thiŶgs. But it also ŵade ŵe ƌeĐogŶise that 
it ǁasŶ͛t a siŶ to saǇ that Ǉou doŶ͛t kŶoǁ soŵethiŶg. “he said, ͚I leaƌŶt suĐh a lot fƌoŵ 
that͟ (MM 3.31)   
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Credibility is the consequence of behaviours that are observable and experienced by 
others. Generally it is earned through successes, but on occasions, it can also be earned 
by how an individual addresses a mistake that they have made. The following scenario 
occurred some years before the interviews, but had clearly resonated for the MM both 
at the time and still some years later on. She re-counted it as an important learning 
experience for her in regards to how easy it is to lose credibility with someone but that 
with the right course of action, it is possible to repair the damage and in the process 
actually strengthen credibility. 
͞“he Đaŵe to ŵe aŶd said ͚ĐaŶ ǁe tƌial theŵ͛ aŶd I said ͚Ŷo͛. It ǁasŶ͛t uŶtil I saǁ the 
look on her face as she walked away and never said anything else to me, that I thought 
͚ǁell I shouldŶ͛t haǀe doŶe that, I should haǀe asked.͛  I thiŶk at the ďaĐk of ŵǇ ŵiŶd I 
ǁas ǀeƌǇ Ŷeǁ iŶ post aŶd theƌe ǁas peƌhaps a little ďit of ͚ǁhǇ didŶ͛t I thiŶk of that oŶe?͛ 
I let it go a ǁeek oƌ tǁo aŶd theŶ I said to heƌ ͚Ǉou kŶoǁ ǁhat Ǉou said to ŵe ďefoƌe, 
whǇ doŶ͛t Ǉou Đost it all up aŶd shoǁ ŵe its goiŶg to ŵake a diffeƌeŶĐe.͛ AŶd ǁe aƌe still 
usiŶg theŵ todaǇ aĐtuallǇ ......ǁe also haǀe a gƌeat ǁoƌkiŶg ƌelatioŶship͟ ;MMϴ.ϭϱͿ 
 
5.6 Authority 
As identified within the literature review, there is often a vagueness about how much 
authority a person has to do something and it is very often not clearly defined, leading 
to an individual having either too much or too little in relation to a specific task, neither 
of which is conducive to good quality decision making. This section will illustrate the 
value of a clear understanding of authority and the potential impact of an imbalance of 
authority with responsibility and accountability.  
Overall, the MMs were quite content with the level of authority that they had for 
decision making. Sometimes they cited specific areas such as:  
͞The ďudget is ŵiŶe to plaǇ ǁith as I ǁaŶt͟ ;MM ϭ:ϭϰͿ.  
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Generally speaking the MMs had operational authority for their budgets and how they 
were spent, but needed to seek further authority for more strategic related spending.  
͞I thiŶk it is Ƌuite easǇ to iŶflueŶĐe upǁaƌds so loŶg as theƌe aƌe Ŷo £ sigŶs͟ (MM 1.22) 
͞I ǁould saǇ fƌoŵ a ŶuƌsiŶg poiŶt of ǀieǁ, that I haǀe got the authoƌitǇ to iŵpleŵeŶt 
most things, often in conjunction with finance people. If it is a decision about how the 
futuƌe is goiŶg to look, theŶ it is usuallǇ a gƌoup disĐussioŶ ǁith ĐliŶiĐiaŶs.͟ (MM 1.7) 
͞No, I didŶ͛t haǀe to ĐheĐk ǁith aŶǇoŶe, ďeĐause theƌe ǁas Ŷo ďudgetaƌǇ iŵpaĐt, I just 
did it. It was with the ethos of flexible working that people talk about. I probably talked 
to ŵǇ seŶioƌ Ŷuƌse aďout ǁhat I ǁas goiŶg to do, ďut I didŶ͛t go aŶd saǇ ͚ĐaŶ I haǀe 
peƌŵissioŶ to do this?͛͟ (MM 2.4) 
 
Another MM was quite clear that she and her fellow MMs, had ͚out of houƌs͛ authority 
to take a decision and then inform others without having to first seek permission. 
͞Out of houƌs, usuallǇ if theƌe is a pƌoďleŵ, ŵoƌe ofteŶ thaŶ Ŷot, I thiŶk ŵost of us ŵake 
the decision and deal with it and then just ring the on-call Manager up to saǇ ͚this is 
ǁhat͛s happeŶed, this is ǁhat I haǀe doŶe, ďut I just thought Ǉou Ŷeeded to kŶoǁ͟ ;MM 
9:9)    
 ͞AďsolutelǇ I feel suppoƌted iŶ H‘ deĐisioŶs, I feel that I aŵ at a stage ǁheƌe I aŵ just 
ringing to inform people what I have done, just to let theŵ kŶoǁ͟  (MM 1.25) 
 
As desĐƌiďed iŶ the liteƌatuƌe ƌeǀieǁ, authoƌitǇ is Ŷot a ĐoŶstaŶt. A peƌsoŶ͛s leǀel of 
authority is likely to vary according to the task in hand and who else they are working 
with in relation to a particular task. One MM reported that generally speaking she felt 
that she had ͚loads of authoƌitǇ͛  (MM3.18). However, there were also occasions for the 
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same MM when she had felt compromised in her decision making and as a result began 
to take ŵeasuƌes to ͚Đoǀeƌ heƌ ďaĐk͛  
͞Its ďeeŶ fƌustƌatiŶg, ďeĐause I haǀe kŶoǁŶ ǁhat͛s Ŷeeded to ďe doŶe, so I haǀe let the 
Deputy Directors know. I have kept people informed every step of the way what I have 
ďeeŶ doiŶg. I haǀe iŶfoƌŵed theŵ of ƌisk aŶd eǀeƌǇthiŶg if these thiŶgs aƌeŶ͛t doŶe. 
What I have actually done, I have kept copies of every single e-mail that I have sent and 
ƌeĐeiǀed so that ǁheŶ people tuƌŶ ƌouŶd aŶd saǇ ͚oh Ŷo͛, I didŶ͛t kŶoǁ aďout this.Well 
aĐtuallǇ Ǉou did, ďeĐause oŶ suĐh aŶd suĐh a date. “o it͛s ƌeallǇ ďeeŶ foƌ ŵǇ oǁŶ safetǇ.͟ 
(MM3:3) 
  
 
The consequence was that the experience left the MM feeling cross and frustrated 
͞I haǀe kŶoǁŶ ǁith the staffiŶg that ǁhat I haǀe ďeeŶ doiŶg is ƌight aŶd the ĐhalleŶge 
has ďeeŶ that eǀeƌǇďodǇ else͛s laĐk of plaŶŶiŶg if Ǉou like just suddeŶlǇ ďeĐaŵe my 
eŵeƌgeŶĐǇ …. Its put ŵe uŶdeƌ a lot of stƌess aŶd I͛ǀe felt a ďit ƌeseŶtful aďout that 
stƌess, ďeĐause if people had listeŶed.͟ (MM3:4) 
 
This episode highlights the iŵpoƌtaŶĐe of ͚authoƌitǇ͛ iŶ ƌelatioŶ to deĐisioŶ ŵakiŶg. 
Fƌoŵ DƌuĐkeƌ͛s peƌspeĐtiǀe ;2001;61) it illustrates that responsibility and authority are 
two sides of the same coin and that to be an effective decision maker you cannot have 
one without the balance of the other. 
The importance of an equitable balance between Responsibility, Accountability and 
Authority was re-enforced by those MMs that referred to their responsibility in relation 
to ĐleaŶliŶess. TheǇ ǁeƌe geŶeƌallǇ faiƌlǇ disŵissiǀe of the DepaƌtŵeŶt of Health͛s 
statement (Dept of Health 2000, para 9.12) that MMs ǁeƌe ͞to ďe giǀeŶ authority to 
ƌesolǀe ĐliŶiĐal issues suĐh as … pooƌ ĐleaŶliŶess.͟ WithiŶ the host oƌgaŶisatioŶ, ŵost 
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hospital cleaning was contracted out, therefore in reality, the MM͛s authoƌitǇ to addƌess 
issues of concern were limited. They could negotiate at ward level and achieve things 
through good personal relationships and personal power, but they did not feel able to 
influence the cleaning contracts and were not involved in the setting up of the contract. 
The feeling is best summarised by the following extract. 
͞It was done as if someone could just suddenly, magically, because they were there and 
ǁalkiŶg aƌouŶd aŶd iŶspeĐtiŶg it. It doesŶ͛t Ƌuite ǁoƌk like that͟ …… I thiŶk thiŶgs ǁeƌe 
put iŶ the joď desĐƌiptioŶ ďut ǁithout aŶǇ ƌeal soƌt of …. TheǇ ŵight haǀe giǀeŶ people in 
words the authority, but not real tools of the trade or any guidance or any way of being 
aďle to aĐtuallǇ do soŵethiŶg aďout it ….. Its Ŷot easǇ tƌǇiŶg to iŶflueŶĐe otheƌ people 
that Ǉou doŶ͛t haǀe aŶǇ diƌeĐt ĐoŶtƌol oƌ juƌisdiĐtioŶ oǀeƌ.͟͟  ;MMϳ:13-14 
 
5.7 Power 
This section explores five different sources of power that the MMs made reference to 
duƌiŶg theiƌ iŶteƌǀieǁs. Although theǇ ofteŶ did Ŷot eǆpliĐitlǇ use the ǁoƌd ͚poǁeƌ͛ theǇ 
did recognise the value and additional power that certain activities and connections 
gave them, which in turn often helped them with decision making situations. In 
particular this section will look at concept of power in relation to the areas of expertise, 
relationships and networks, information, position and personal power and 
empowerment. 
5.7.1 The power of expertise   
Bazerman (2002:152) identifies experience and expertise as being useful tools for 
improving decision making and this is echoed by the experience of the MMs. 
͞I suppose ďeĐause of the eǆpeƌieŶĐe that Ǉou have got, that you have been a nurse for a 
loŶg Ŷuŵďeƌ of Ǉeaƌs aŶ Ǉou haǀe got the judgeŵeŶt to ďe aďle to do it.͟ (MM 2.6) 
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͞“o I thiŶk it has ďeeŶ ŵǇ kŶoǁledge of ǁhat Ŷeeds to ďe doŶe ǁhiĐh has helped ŵe 
ǁith the deĐisioŶ ŵakiŶg pƌoĐess.͟ ;MM ϯ:ϯͿ 
͞I know that the Management Team that sits in the divisional office will take notice of 
ŵe aŶd ĐoŶsideƌ that I aŵ the eǆpeƌt iŶ this ĐliŶiĐal aƌea.͟ ;MM ϭ:ϮϮͿ 
 
The MMs͛ ƌeĐogŶise that it is theiƌ ĐliŶiĐal eǆpeƌtise that leǀeƌages poǁeƌ foƌ theiƌ 
decisions to be respected and influence operational and strategic decision making. 
 
5.7.2 Relationship and network power 
The MMs make extensive reference to the value of their working relationships through 
their networks and contacts and the access to additional advice and information that 
these gave them. 
I haǀe ƌelied heaǀilǇ oŶ M͛s eǆpeƌieŶĐe aŶd spokeŶ to J aŶd theǇ haǀe just ďeeŶ ďƌilliaŶt 
and given me contacts of other people (3:6) 
͞If Ǉou haǀe set up good Ŷetǁoƌks ǁheŶ Ǉou aƌƌiǀe soŵeǁheƌe Ŷeǁ, that helps Ǉou ǁith 
deĐisioŶ ŵakiŶg ďeĐause Ǉou ĐaŶ go to the ƌight people foƌ adǀiĐe͟ ;MM ϳ:ϭϲͿ 
͞I speŶt ŵǇ tiŵe gettiŶg to kŶoǁ the staff, gettiŶg to kŶoǁ the depaƌtŵeŶt aŶd lookiŶg 
at ĐhaŶges.͟ (MM 1:10)  
 
These MMs have recognised the value of relationships and networks and have actively 
sought to expand their networks to help them make decisions by increasing their access 
to advice, information and support. 
͞I͛ǀe had lots of eǆpeƌieŶĐe iŶ the Tƌust aŶd I kŶoǁ a lot of people .... soŵetiŵes I just 
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feel like I͛ǀe got aŶ adǀaŶtage ďeĐause I kŶoǁ all of theŵ.͟ (MM 3:23) 
͞If I doŶ͛t kŶoǁ, theŶ I alǁaǇs do kŶoǁ soŵe ďodǇ ǁho ĐaŶ help ŵe ŵake those 
deĐisioŶs.͟ (MM 3:7) 
͞I haǀe got all of the DeputǇ DiƌeĐtoƌs ŵoďile phoŶe Ŷuŵďeƌs iŶ ŵǇ phoŶe aŶd I kŶoǁ 
that I can ring one of theŵ up aŶd talk thiŶgs thƌough. I haǀe eǀeŶ got the Chief EǆeĐ͛s 
phoŶe Ŷuŵďeƌ … ǁe haǀe got this e-ŵail ƌelatioŶship aŶd it ǁill ďe ͚Hi J͛͟ ;MM ϯ:ϮϯͿ 
 
In addition to the value and power of relationships in terms of accessing support and 
information, the MMs ŵake seǀeƌal ƌefeƌeŶĐes to the iŵpoƌtaŶĐe of  ͚kŶoǁiŶg people͛ 
when making decisions in order to help them know how to approach an issue with 
someone and that their approach might be different from one person to another. That 
͚iŶside͛ kŶoǁledge helps to give them an edge in regards to achieving the outcome they 
are looking for. 
͞I kŶoǁ ŵost of theiƌ peƌsoŶalities aŶd theiƌ ĐhaƌaĐteƌistiĐs ƌeallǇ ǁell͟ ;MMϭ:ϭϴͿ 
͞If I aŵ stƌuggliŶg, I kŶoǁ ǁho to go to …;MMϯ: Ϳ.  ͞It͛s iŵpoƌtaŶt to ďuild up Ǉouƌ 
relationships with staff so your staff know you are there, so they do tell you what is 
going on so you can be there and see what is happening for yourself. I think you need to 
be out there and also important to really keep yourself updated on what is going on and 
what is ĐhaŶgiŶg.͟ ;MM ϱ:ϮϮͿ 
͞It͛s ǁheƌe Ǉou go, a lot of it is aďout kŶoǁiŶg ǁhose Đage to ƌattle ƌeallǇ, to get a 
ƌespoŶse͟ ;MM ϱ:ϯϰͿ 
 
However, there is also a recognition of the importance of using this sort of power 
appropriately  
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͞I ŵake suƌe I go thƌough ŵǇ ĐhaiŶ of ĐoŵŵaŶd if I Ŷeed to. I plaǇ the gaŵe, I ǁouldŶ͛t 
dream of using that [experience] to actually miss out stages in the process for 
ĐoŵŵuŶiĐatiŶg ǁith people͟ (MM 4:7)  
 
5.7.3 The power of information 
This is about more than just holding or having access to information. It is about the role 
that the MM plays in the movement of information. In some instances they are part of a 
hub and spoke model where information is disseminated out from a central, usually 
more senior source within the organisation and the MM acts a conduit, moving the 
information on to other groups and people. 
͞ThiŶgs get ĐasĐaded doǁŶ to ŵe aŶd I ĐasĐade iŶfoƌŵatioŶ out to theŵ͟ ;MM Ϯ:ϭϮͿ 
͞I get thiŶgs off the iŶtƌaŶet aŶd ďeĐause I ǁoƌk ǁith a ŵulti-disciplinary team, I will 
pass that on to the therapists and the therapists will do the same in return, they will pass 
iŶfoƌŵatioŶ oŶ to ŵe.͟ ;MM ϯ:ϮϮͿ 
͞People tell ŵe thiŶgs aŶd that iŶfo ĐaŶ ďe ǀeƌǇ useful, soŵetiŵes ǁheŶ Ǉou ǁaŶt to 
kŶoǁ hoǁ ďest to get soŵeoŶe to saǇ ͚Ǉes͛ ;MM9.32) 
  
At other times, the MM will use information, facts or data to influence a person or 
group to support their idea or back their decision. The intention is to use information to 
persuade or influence someone to do something.  
 
5.7.4 Position power and personal power 
Position Power reflects how the role of MM is perceived within the organisation, whilst 
Personal power relates to the individual within the role of the MM. This is demonstrated 
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in part by the findings that have already been presented, but also in part by the 
authority that MMs have to make decisions. Within the transcripts, it is difficult on 
occasions to separate position power from personal power. This is because in the main, 
the data is a reflection of the MMs͛ iŶdiǀidual eǆpeƌieŶĐes aŶd perceptions and 
therefore a combination of general observations and specific experience. 
͞IŶ ƌegaƌds to ŵaŶageŵeŶt aŶd positioŶ poǁeƌ, I pƌoďaďlǇ feel I haǀe ŵoƌe of it Ŷoǁ as 
a ModeƌŶ MatƌoŶ thaŶ as a seŶioƌ Ŷuƌse͟ ;MM ϰ:ϵͿ 
 ͞I thiŶk I haǀe had Ƌuite a lot of freedom really about deciding where and what I will do 
in my job and I suppose it is for me to decide what is important and what is not 
iŵpoƌtaŶt.͟ (MM 1.20) 
 
There was also a recognition though, that power comes with responsibility and that 
decision making had to be congruent with Trust policy and strategic direction. It did not 
mean power to do what you like. 
͞At the eŶd of the daǇ, ǁe do haǀe a Tƌust poliĐǇ aŶd people ĐaŶ͛t just go Ŷatiǀe aŶd do 
theiƌ oǁŶ thiŶg͟ (MM 4:24) 
 
5.7.5 Empowerment 
Whilst much of the MM interviews centred on their experience of decision making in 
relation to the influencing factors that they found helpful, time was also given over to 
describing how they have chosen to foster decision making ability in others. 
͞I eǆplaiŶed it to the senior sisters and we wrote some guidelines. I explained it to all the 
staff ... I had an opportunity to discuss it with them and let them know what was 
happeŶiŶg. “o ǁe did all that ďefoƌe ǁe iŵpleŵeŶted it.͟ (MM 2.4) 
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͞I ǁas tƌǇiŶg to eduĐate staff ǁith it ƌatheƌ thaŶ it just ďe ͚this is ǁhat ǁe aƌe goiŶg to 
do fƌoŵ suĐh aŶd suĐh a date.͟ (MM 2.4) 
͞I feel ŵǇ ƌole is suppoƌtiŶg theŵ ΀seŶioƌ sisteƌs΁, helpiŶg theŵ ǁith diffiĐult deĐisioŶs 
that they have got to make on a day today basis and being a souŶdiŶg poiŶt foƌ theŵ͟ 
(MM 2.12) 
 
True empowerment is about more than just delegating responsibility, authority and 
accountability, it is about doing all of these things in a supportive manner that fosters 
confidence and trust.  
͞“o paƌt of ŵǇ ƌole oǀer the last year has been to teach them about understanding it 
[the budget] and also stepping back and letting them do it, but me supporting them and 
helping them and discussing things really. And to some extent, if all goes pear-shaped, 
we all go down togetheƌ͟ (MM 2.11) 
 
Generally, the MMs aƌe deǀelopiŶg otheƌ people͛s deĐisioŶ ŵakiŶg skills ďeĐause theǇ 
believe it is the right thing to do. However, on occasions, the behaviour was being 
dƌiǀeŶ ŵoƌe ďǇ a ͚Ŷeeds ŵust͛, ďeĐause theǇ didŶ͛t feel theǇ Đould do it all as opposed 
to I want to let go and hand this responsibility and authority over to you. 
͞I do haǀe a teŶdeŶĐǇ to ďe a ďit of a ĐoŶtƌol fƌeak, ďut this ƌole has ĐhalleŶged that 
ďeĐause Ǉou ĐaŶ͛t do it ΀aloŶe΁ Ǉou haǀe got to do it thƌough otheƌ people.͟ (MM 4:31) 
 ͞The ŵaiŶ thiŶg ǁas gettiŶg the seŶioƌ staff oŶ ďoaƌd aŶd eŵpoǁeƌiŶg theŵ to ďe aďle 
to do it.͟ ;MM 2.5) 
͞I haǀe defiŶitelǇ ďeeŶ eŵpoǁeƌed aŶd I aŵ suppoƌted, ƌeallǇ suppoƌted͟ (MM 3.18) 
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Empowerment was also described in the context of relationships and the satisfaction 
that can be gained from seeing someone else achieving and knowing that your actions 
haǀe ĐoŶtƌiďuted to that peƌsoŶ͛s gƌoǁth aŶd deǀelopŵeŶt. 
͞I take a gƌeat deal of pƌide iŶ seeiŶg hoǁ the staff oŶ that site haǀe deǀeloped. I am 
really proud of [her], because when I picked up that Unit, the Sister before me had 
apparently ruled with a rod of iron and nobody could make a decision, nobody had an 
option. Amanda was this very timid E grade who tried to be invisible. She has just 
ďeĐoŵe aŶ F gƌade aŶd is ďlossoŵiŶg͟ (MM 3.30) 
 
5.8 Organisational culture 
The host Trust has, since 1998, invested in a programme of organisational development 
that is grounded in the principles of establishing a culture of empowerment. All staff are 
expected to attend the programme, clinical and non clinical staff, and as a result all of 
the MMs have participated in the three day programme.  The influence of that three day 
programme is reflected in this section on organisational culture which includes sections 
on local culture and empowerment. 
The following quote encapsulates the prevailing culture of the host organisation and is 
an important facet of the Modern Matron approach to decision making. It demonstrates 
the ͚tƌust͛ the MM has in the organisation that if she genuinely makes a mistake and 
acknowledges and learns from it that she will be respected for it rather than punished. 
͞I ŵeaŶ eǀeƌǇďodǇ ŵakes the ǁƌoŶg deĐisioŶs soŵetiŵes, doŶ͛t theǇ? But I kŶoǁ I ĐaŶ 
hold ŵǇ haŶd up aŶd saǇ ͚I did that ǁƌoŶg aŶd I͛ŵ soƌƌǇ aŶd ŶoďodǇ is goiŶg to ďite ŵǇ 
head off, ďeĐause ǁe doŶ͛t deliďeƌatelǇ haƌŵ people ďǇ ŵakiŶg a ǁƌoŶg deĐisioŶ?͟ ;MM 
9:9)  -  
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As demonstrated by the array of quotes below, this positive experience of the 
organisational culture was a consistent theme across all of the MMs.  
͞The Đultuƌe is that ǁe aƌe pƌogƌessiǀe aŶd ǁe aƌe deĐeŶtƌalised͟  (MM 1.6) 
͞Theƌe is alǁaǇs oŶe of theŵ ΀seŶioƌ ŵaŶageƌs΁  that Ǉou ĐaŶ go to foƌ help͟ ;MM ϴ:ϭϴͿ 
͞As aŶ oƌgaŶisatioŶ, its ǀeƌǇ good aďout offeƌiŶg oƌgaŶisational development and 
thiŶgs.͟ ;MM ϳ:ϲͿ  
͞TheǇ aƌe a ǀeƌǇ opeŶ Đultuƌe ǁithiŶ the diǀisioŶ. Youƌ opiŶioŶ is sought aŶd Ǉou kŶoǁ, 
you feel you can put your spanner in the works and put your bit in with regards to 
ǁhateǀeƌ.͟  (MM 4:13) 
͞I certainly think ouƌ diǀisioŶal offiĐe is opeŶ aŶd Ǉou ĐaŶ go iŶ aŶǇtiŵe aŶd just saǇ ͚ĐaŶ 
I ƌuŶ this ďǇ Ǉou?͛ Yes aŶ opeŶ dooƌ poliĐǇ, defiŶitelǇ aŶd ĐeƌtaiŶlǇ ǁith the MatƌoŶs.͟  
(MM 1.26) 
In a different context one of the Modern Matrons talks about how she values the 
freedom to make her own decisions and how she feels that she has the authority to act 
on things that she assesses as requiring action. 
͞Its nice being somewhere I can make decisions for myself and that I am not dictated to. 
I thiŶk as ǁell, that͛s ǀeƌǇ ŵuĐh the culture that I work in, in that in a sense it comes 
from the top.͟ ;MM Ϯ:ϮϰͿ   
 
5.8.1 Impact of local culture 
The Trust is comprised of two hospitals located in neighbouring towns, and a number of 
years prior to this study they had been two separate organisations until they joined 
together as one large NHS Trust. Hospital A had been engaged with establishing the 
principles of empowerment and de-centralisation for some time whilst it was a newer 
concept for Hospital B. This raised some interesting issues for those MMs who had been 
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working as senior nurses in Hospital A but were now working across the two sites with a 
responsibility for a clinical specialty across the whole service.  
͞the tǁo sites aƌe ǀeƌǇ ǀeƌǇ diffeƌeŶt͟  (MM 4:11) 
͞That ǁas haƌd foƌ ŵe, ďeĐause I ǁasŶ͛t used to it. I ǁas used to ŵakiŶg a deĐisioŶ aŶd 
doing it. If it was in my remit, make the decision and do it. Whereas there, you might 
thiŶk aďout ŵakiŶg a deĐisioŶ, ďut had to ĐheĐk fiƌst aŶd if theǇ didŶ͛t like it, theŶ ͚Ŷo, 
full stop͛͟ (MM 2.11) 
͞WheŶ I fiƌst ǁeŶt to the otheƌ site, I got pƌettǇ ŵuĐh of a shoĐk. I ĐouldŶ͛t ďelieǀe hoǁ 
bolchy everyone was (MM 1:6) 
 
However, the MMs also recognised that the difference between the two local cultures is 
dissipating as the organisation settles down into becoming one Trust as opposed to two 
hospitals in two different towns. 
͞BetǁeeŶ the tǁo sites, the Đultuƌe oŶ the shop flooƌ ǁas ǀeƌǇ diffeƌeŶt aŶd I thiŶk that 
is ĐhaŶgiŶg Ŷoǁ ďeĐause ǁe aƌe doiŶg a lot of Đƌoss site ǁoƌkiŶg͟ (MM 1.16) 
 
At a micro culture level, there was the occasional example of a senior manager who 
might not in the view of the MM involve them early enough in some decision making 
situations and as a result a decision would be made that they had to try and implement, 
that they did not feel was workable 
͞“o stƌaight aǁaǇ, Ǉou aƌe thiŶkiŶg ǁell it͛s a sǇsteŵ that ĐaŶ͛t ǁoƌk. Its all ǀeƌǇ ǁell 
these people coming up with these ideas, but they are not working with them. It would 
have been a lot easier if they had involved me early on͟ ;MM ϱ:ϰͿ 
͞You kŶoǁ, its put ŵe uŶdeƌ a lot of stƌess aŶd I͛ǀe felt a ďit ƌeseŶtful aďout that stƌess 
ďeĐause I thought I didŶ͛t Ŷeed to ďe uŶdeƌ that stƌess. BeĐause if people had listeŶed ΀to 
what I was saying, it could have been avoided] (MM3.4) 
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However, these occasions were minimal and the data overall presents a positive picture 
of local culture already being either very good and empowering or moving in that 
direction. This data also highlights the interaction between the personal characteristics 
and attributes of the individual MMs with the environment and local culture of the 
organisations that they are operating in. The individual can influence and have an 
impact on the organisational culture just as the organisation can have an impact on the 
iŶdiǀidual͛s deĐisioŶ ŵakiŶg. 
 
5.9 Reflection 
Introduction 
This theme is important because of the apparent contradiction between the relative 
lack of evidence for it occurring in any structured manner within the study transcripts 
and the emphasis given to it by the MMs during the second round of 1:1 interviews. On 
a number of occasions, the MMs described how sometimes they stop and reflect on 
decisions that they are about to take or have already taken. 
͞I do ƌefleĐt ǁheŶ I haǀe got deĐisioŶs to ŵake ... I do look back at situations that I have 
been involved in and how I felt and I have just called on my past experiences and how I 
ǁould feel as that peƌsoŶ.͟ ;MMϯ.ϭϮͿ 
͞If theƌe aƌe diffiĐult oŶes to ŵake, I like to ͚ŵull thiŶgs oǀeƌ͛ if I ĐaŶ aŶd talk to people. 
Or, if I do make a decision then I will go away and think about it and you are thinking 
͚haǀe I doŶe the ƌight thiŶg?͛ ͚Đould I haǀe doŶe it aŶǇ ďetteƌ?͛I kŶoǁ if I aŵ 
uncomfortable with something it churns me up really, you are thinking about it all the 
tiŵe aŶd thiŶkiŶg ͚;Đould I haǀe doŶe it ďetteƌ, oƌ ǁould it haǀe ďeeŶ ďetteƌ if I had doŶe 
this oƌ that oƌ the otheƌ?͟ ;MM.Ϯ:ϮϮͿ 
͞IŶ ƌelatioŶ to H‘ issues, I thiŶk the MatƌoŶs haǀe shaƌed theiƌ eǆpeƌieŶĐes aŵoŶgst 
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eaĐh otheƌ aŶd leaƌŶed fƌoŵ it.͟ (MM 1.26) 
͞I do ƌefleĐt ǁheŶ I haǀe got deĐisioŶs to ŵake͟ (MM 3.12) 
͞I tƌǇ Ŷot to ďe kŶee-jeƌk. I do tƌǇ aŶd thiŶk aďout thiŶgs aŶd I ǁill saǇ ͚I ĐaŶ͛t ŵake these 
deĐisioŶs like that aŶd Ǉou haǀe just got to giǀe ŵe tiŵe to thiŶk aďout it.͟ (MM 3.13)   
͞“oŵetiŵes, I think you need to be able to reflect on what you are doing. Its nice to be 
able to have time to think about why you are making decisions and perhaps as well not 
just lookiŶg at it fƌoŵ Ǉouƌ oǁŶ poiŶt of ǀieǁ, ďut lookiŶg at it fƌoŵ otheƌ people͛s points 
of ǀieǁ.͟ (MM 2.23) 
 
The common feature of the above excerpts is that the ƌefleĐtioŶ is ͚ad hoĐ,͛ theƌe does 
not appear to be any structured time for reflection about their decision making, either 
with their peer group or a line manager. This is epitomised by the following account by a 
MM regarding what she had felt to be a valuable lesson regarding decision making, that 
she learnt from her line manager –  
͞Go aǁaǇ aŶd ŵake Ǉouƌ deĐisioŶs, Ǉou ǁill ŵake ŵistakes aŶd ǁheŶ Ǉou do, ǁe ǁill 
talk aďout it.͟(MM. 1:22) 
 
Whilst the MM concerned viewed this as positive advice and understood it to mean that 
unless told otherwise, she had the authority to get on and make the decisions that she 
felt were necessary for her job. It also re-enforces the lack of attention to any structured 
reflection. There are two issues here, the first is that reflective practice can help reduce 
and avoid mistakes by enabling insight to be gained before they occur (Greenwood 
1998), and so providing an individual with the opportunity to make different decisions 
or take different actions. Secondly, there is much to be learnt from reflecting on 
decisions that have worked out well, as well as those that have not.   
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One MM pƌoǀided aŶ eǆaŵple that she ǁas aǁaƌe of the ǀalue of ͚ƌefleĐtioŶ iŶ aĐtioŶ͛ 
when she described that  
͞“oŵe of it is aďout steppiŶg ďaĐk, gettiŶg all sides of it ďefoƌe I take aŶǇ aĐtioŶ.͟ (MM 
4:4)   
 
The data collection framework for this study required the MMs to engage in a process of 
reflection in order to identify decision making scenarios that they could recount and talk 
through in some detail. Three of the MMs acknowledged that initially they had found it 
quite a difficult task as they had not previously thought in any depth about how they 
make decisions and the factors that influence, help or hinder that decision making 
process. 
͞This is Ƌuite diffiĐult, I haǀeŶ͛t ƌeallǇ thought aďout hoǁ I ŵake deĐisioŶs ďefoƌe todaǇ, I 
just do it.͟ 
͞I thiŶk Ǉou just take deĐisioŶs ǁithout thiŶkiŶg aďout it͟ (M 2.22) 
 
Amongst the approaches to decision making identified by the MMs ͞haǀiŶg tiŵe to 
ƌefleĐt͟ ǁas ideŶtified as a stƌategǇ. Hoǁeǀeƌ, the ideŶtifiĐatioŶ of it as iŵpoƌtaŶt did 
not appear to be backed up by any formal or structured time given to the activity. This 
will be explored further in the Discussion chapter. 
Due to their level of experience and the exposure to a range of organisational 
development programmes a number of the MMs demonstrated that through reflection 
over the years, they had gained a level of self awareness and recognised that some of 
their own personal attributes influenced the strategies they used when making 
decisions. Factors such as their own personality, their willingness to ask questions or ask 
for help, their experience and their networks 
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͞OŶe of ŵǇ teŶdeŶĐies is I ĐaŶ ďe iŵpulsiǀe aŶd juŵp to ĐoŶĐlusioŶs.͟ (MM 4:4) 
 
This MM is aware of this side to her personality and is therefore in a better position to 
manage it and reflects a general recognition by the MMs that over time, they had learnt 
to modify some of their behaviours in order to increase their effectiveness in the 
workplace. 
Summary 
This chapter has illustrated the key findings from this study through the use of relevant 
participant quotes to underpin and provide explanatory context for the final themes.  
5.10 The key findings are 
 The MMs use a number of recognised rational and intuitive decision making 
steps, but more through experience and often at a sub conscious level than 
through any specific knowledge and application of decision making frameworks 
  A key factor of MM decision making is the interplay and relationship between 
Credibility, Authority and Power and the MMs͛ uŶdeƌstaŶdiŶg aŶd use of those 
concepts to help them both make and have implemented, good quality 
decisions. 
  These MMs do not routinely reflect, in any structured manner on the quality or 
effectiveness of their decisions and initially found it quite difficult to describe 
leadership/management decision making scenarios 
  Authority to take decisions and the clarity of that level of authority is important 
in regards to both MMs confidence and their ability to take decisions  
  Organisational culture of empowerment facilitates MM in feeling confident to 
use their expertise to take decisions and effect change 
 
In the next chapter, the findings will be explored and discussed in detail in order to 
identify their relevance for MM decision making and to inform how the learning from 
this study can be applied in practice. 
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Chapter Six – Discussion 
6.0 Overview 
This chapter integrates and discusses the findings in relation to the MM practice of 
leadership and management decision making within the context of a de-centralised 
NHS. The discussion culminates in a framework for decision making that has been 
developed from the study and which could support MMs to improve both their 
knowledge and skill in this important aspect of effective leadership and management. 
Whilst there are specific models (Adair 1984; Dreyfus and Dreyfus 1980) within the 
deĐisioŶ ŵakiŶg liteƌatuƌe that pƌopose ͚steps͛ to support good quality decision making 
these are insufficient to address the decision making processes of MM in this study. The 
Decision Making Framework that has been developed combines a knowledge of the 
͚pƌoĐesses͛ of deĐisioŶ ŵakiŶg ǁith aŶ uŶdeƌstaŶdiŶg of the iŶdiǀidual͛s psǇĐhologiĐal 
process of decision making and importantly the structural features of the organizational 
context in which the decision making is occurring.  This holistic view enables healthcare 
professionals to understand the wider perspective of effective decision making as well 
as the mechanics of actual decision making steps. 
 
Introduction 
This study set out to address two questions: 
1. What are the decision making strategies of MMs? 
2. What factors help or hinder MMs in relation to leadership and management 
related decision making 
These questions emerged against a backdrop of the Department of Health (REF) 
promoting a philosophy of decentralized decision making with the expectation that staff 
would engage with and take on the additional associated responsibilities. MMs were 
chosen as the focus of this study because increased decision making was seen as a key 
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feature of this new role and therefore an important component of its successful 
iŵpleŵeŶtatioŶ. The studǇ͛s fiŶdiŶgs haǀe pƌoǀided a useful insight and increased 
understanding relative to both research questions whilst also identifying areas for 
further exploration. 
Overall, the study has demonstrated that the MMs who participated have a limited 
knowledge of decision making theory and frameworks and generally apply a range of 
idiosǇŶĐƌatiĐ stƌategies ofteŶ as a ͚staŶd aloŶe͛ appƌoaĐh, iŶflueŶĐed ďǇ theiƌ iŶdiǀidual 
heuristics, which they may or may not be aware of.  Through an examination of the 
study͛s data in relation to Cognitive Continuum Theory and The Conscious Competence 
Model an integrated model has been developed that captures the inter-relationship 
between the two and provides a more succinct frame of reference for a MM to assess 
the most appropriate decision making model to adopt in a given scenario. However, in 
relation to leadership and management related decision making, what has emerged is 
that simply knowing and applying a suitable decision making strategy alone is not 
sufficient. Alongside subject expertise and the knowledge and use of decision making 
models, senior clinicians and managers need to understand and be able to cultivate and 
to use flexibly a range of other enabling factors. The study results show that these 
factors include: credibility, power, authority, organisational culture and reflection, 
leading to greater level of self awareness. 
This chapter discusses each of the above areas in more depth, within the context of 
developing a framework for effective MM leadership and management decision making. 
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6.1 Decision making approaches 
What are the decision making strategies of MM?  This was the first of the research 
questions and this chapter begins by building upon, and exploring in more detail, the 
implications of the three broad headings that were identified in the Findings chapter.  
 
- The role of Heuristics 
- The decision making strategies of Modern Matrons in this study 
- Application of known clinical decision making frameworks 
 
6.1.1 Role of Heuristics 
In order to illustrate and then examine the influence of heuristics on leadership and 
management decision making, the following scenario has been highlighted involving 
MM 4 and the wearing of non traditional uniforms.   
This scenario illustrates how :  
 A strong heuristic can have a significant impact on both how someone takes a 
decision and the actual decision itself  The lack of a structured decision making framework can allow heuristics to have 
a stronger influence than the decision maker may realise  The lack of a framework resulted in some important steps being missed which 
could have supported the MM in both her decision making and in dealing with a 
situation that on a personal level she found challenging. 
 
 ͞OŶe of ŵǇ ďiggest issues aŶd theǇ kŶoǁ it is, ďeĐause theǇ Ƌuoted ŵe, saǇiŶg ͚ǁe kŶoǁ 
what you are like with uŶifoƌŵs, ďut ĐaŶ ǁe …?͛ MǇ iŶitial ƌeaĐtioŶ ǁas ͚Ŷo͛. TheŶ I 
looked into it further. If I let them do that [wear a cooler non-traditional uniform in hot 
weather], they were not allowed to go off the ward in them, go down to the dining 
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room, no whatever. MǇ ͚ǁiŶ͛ ǁas that if I alloǁed theŵ to do that, theŶ all the jeǁelleƌǇ 
came off, so that was my negotiation.  
I went off for two weeks and came back to a meeting to find a staff nurse there not 
wearing the proper uniform. So I pulled them up about it after the meeting and said 
͚look Ŷot aĐĐeptaďle, Ǉou heaƌd ǁhat I ǁas saǇiŶg.͛ The tǁo staff Ŷuƌses ǁho ǁeƌe oŶ 
dutǇ, oŶe of theŵ ǁas ǀeƌǇ ĐhalleŶgiŶg, saǇiŶg ͚I doŶ͛t Đaƌe, I aŵ ǁeaƌiŶg it, it͛s too hot. 
I doŶ͛t Đaƌe ǁhat the Đhief eǆeĐ saǇs, theǇ ǁaŶt to Đoŵe up heƌe.͛ I said, ͚look, I doŶ͛t 
care, these are the agreements, if they are breached, then it spoils the agreement for 
eǀeƌǇďodǇ.͛ 
I had to really. It was difficult and it felt uncomfortable, because I really had to stand my 
ground because I knew if I lost, I may as well throw in the towel. There was something 
about putting boundaries down and how far they could push it, and they were certainly 
pushiŶg it. “o I thiŶk ǁe ǁoŶ that ďattle aĐtuallǇ aŶd Đaŵe out of it okaǇ͟ (MM.4. See 
appendix for full scenario) 
It appears to be the MM͛s heuƌistiĐs ƌegaƌdiŶg uŶifoƌŵ stǇle aŶd the Ŷatuƌe of heƌ ƌole 
as a leader and a manager that was driving her decision making in the above scenario. 
Theƌe is soŵe ƌeĐogŶitioŶ that it ǁas the ͚ďelief͛ ƌatheƌ thaŶ the faĐts of the situation 
that was guiding her decision making. In this instance, the Modern Matron did, on 
reflection, change her mind and amend her initial decision. ͞ŵǇ iŶitial ƌeaĐtioŶ ǁas ͚Ŷo͛. 
TheŶ I looked iŶto it fuƌtheƌ..͟ This ͞lookiŶg iŶto it fuƌtheƌ͟ theŶ surfaces a second, 
eƋuallǇ stƌoŶg heuƌistiĐ ǁhiĐh is aďout heƌ peƌĐeptioŶ of heƌ ƌole as the ͚ďoss͛ aŶd the 
staff that report to her and how she needs to act in order to be credible. This seems to 
be about the importance of the power of a leader and the authority that position carries 
and that if she was going to give ground on the issue of uniforms then she had a right to 
request something in return ͞ŵǇ ǁiŶ ǁas that if I alloǁed theŵ to do that, theŶ all the 
jeǁelleƌǇ Đaŵe off, so that ǁas ŵǇ ŶegotiatioŶ.͟ This results in a transactional approach 
to dealing with the situation and therefore the decisions that she takes. ͞If I let theŵ do 
that [wear a cooler non traditional uniform in hot weather], they were not allowed to go 
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off the ward in them, go down the diŶiŶg ƌooŵ, Ŷo ǁhateǀeƌ. MǇ ͚ǁiŶ͛ ǁas that if I 
allowed them to do that, then all the jewellery came off, so that was my negotiation. 
The MM͛s ďelief ǁas that staff Ŷeeded to see that she ǁas gettiŶg soŵethiŶg iŶ ƌetuƌŶ, 
theƌe had to ďe a ͚tƌade off.͛ 
On further discussion the MM said that she felt that it was such an important issue that 
she ǁas giǀiŶg gƌouŶd oŶ that theƌe Ŷeeded to ďe a ͚ǁiŶ-ǁiŶ,͛ ie: that she also gaiŶed 
something significant that she had been wanting the staff to agree to. It is debatable 
whether this was really a win-win or just a compromise/trade off. A win-win in the true 
seŶse ŵeaŶs fiŶdiŶg a Ŷeǁ solutioŶ that ŵeets eǀeƌǇoŶe͛s Ŷeeds ǁithout iŶǀolǀiŶg a 
sense of loss or of giving ground that is associated with compromising (Covey 1989). 
This appeaƌs to ďe the Đase heƌe, ie: a ďlaŶket ͚Ŷo jeǁelleƌǇ at ǁoƌk poliĐǇ͛. The MatƌoŶ 
saǁ it as a deal, ͚Ǉou ǁaŶt this,͛ ͞uŶifoƌŵ fleǆiďilitǇ͟, ǁell Ǉou ĐaŶ haǀe it ǁithiŶ soŵe 
Đleaƌ paƌaŵeteƌs, ďut iŶ ƌetuƌŶ ǁhat I ǁaŶt is, ͞Ŷo jeǁelleƌǇ.͟ This ǁould be described 
in the literature as a transactional approach to leadership and decision making, where 
followers do things for the leader because of they have the position power to make 
things happen or to stop them from happening  - if you do this for me, then I will do that 
for you type approach. 
This transactional style was then repeated two weeks later when a nurse was seen off 
the ward in the wrong uniform. The MM responded by re-iterating the rules in an e-mail 
to everyone saying that, the criteria for the flexible wearing of uniforms was clear and 
that if the ͚deal͛ ǁas ďƌeaĐhed agaiŶ, theŶ theƌe ǁould ďe Ŷo fleǆiďilitǇ.  
The iŵpoƌtaŶĐe of ďeiŶg ͚seeŶ to ďe iŶ Đhaƌge͛ aŶd deĐisioŶs ďeiŶg ŵade on the terms 
of the MM are re-enforced by the combatative language that the MM went on to use 
when re-counting the scenario – ͞I had to staŶd ŵǇ gƌouŶd, ďeĐause I kŶeǁ if I lost I 
might as well throw in the towel. There was something about putting boundaries down 
.... so I think we won that battle actually and caŵe out of it o.k.͟   
However, the Matron also says ͞I had to ƌeallǇ. It ǁas diffiĐult aŶd I ƌeallǇ had to staŶd 
ŵǇ gƌouŶd.͟  This ͚diffiĐultǇ͛ may be a reflection at a sub-conscious level of the 
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dissonance between her approach in the scenario she was describing, which reflects a 
more transactional approach to leadership and the transformational leadership 
approach put forward by the Trust and by the MM elsewhere during her interview. 
When asked whether on reflection she would have done anything differently, the only 
thought raised was whether she should have sent an e-mail first and then had the 
conversation or the other way round. 
This would suggest that the importance of the manager showing they are in control and 
not wanting to be externally directed is a strong heuristic for this individual as even on 
reflection, she is only considering minor re-sequencing of actions, as opposed to 
whether there were alternative, viable courses of action open to her. 
This scenario demonstrates the impact of a strong heuristic and how, without the 
moderating influence of a clear decision making framework and some structured 
reflection, the heuristic can dominate and influence the course and direction of the 
decision. Even when as in this instance it is counter to the espoused culture of the 
organisation. The knowledge and application of a recognised decision making model 
may have made a difference in this scenario  As a minimum, it would have prompted the 
MM to ask some clearly defined questions to help inform her decision making. Using the 
steps in a decision making model may have reduced the impact of her heuristics as they 
would have prompted her to reflect and consider what the core objective was, as 
presented by the staff and to then assess whether she was ready to move on to the next 
step in the decision making process. 
The table below provides a scenario of how the use of a decision making framework 
might haǀe iŵpaĐted upoŶ the uŶifoƌŵ sĐeŶaƌio. UsiŶg Adaiƌ͛s ;ϭϵϴϰͿ ƌatioŶal deĐisioŶ 
making framework, the right hand coluŵŶ ƌefleĐts the MM͛s self ƌepoƌt of heƌ aĐtioŶs. 
The ŵiddle ͚staff teaŵ͛ ĐoluŵŶ highlights the staff oďjeĐtiǀe as ƌepoƌted ďǇ the MatƌoŶ, 
followed in italics, by a selection of possible different actions had this particular 
framework been applied to the decision making process.  
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Table 11: Application of a rational decision making framework to Uniform scenario 
 Staff Team Modern Matron 
Define The 
Objective 
 ͚Too hot,͛ pƌopose ǁeaƌiŶg Đooleƌ 
non traditional uniforms 
Against non traditional uniforms. If 
concedes want something in return 
Collect 
Relevant 
Information 
Could have provided data re actual 
temperature, time peaks, incidents of 
sickness etc 
Did not appear to have collected any 
relevant info 
Generate 
Feasible 
options 
In addition to non standard uniforms, 
might have suggested – use of fans, 
opening windows, mobile air 
conditioning units 
Only appears to have identified one 
option – a ͚deal͛ iŶǀolǀiŶg Ŷo ǁeaƌiŶg 
of jewellery and wearing of non 
traditional uniform ONLY on the ward 
Assess Risk and 
Consequences 
Might have asked for a  health and 
safety risk assessment for staff and 
patients of being in an environment 
that they felt was too hot 
If Đƌiteƌia of ͚deal͛ Ŷot folloǁed, theŶ 
might be revoked 
Implement and 
Evaluate 
Could have measured impact of 
chosen measures on ward 
temperature and the health and well 
being of staff and patients 
Implemented strictly, when criteria 
broken, MM threatened to abandon 
agreement. Evaluation centred on 
criteria being maintained not on 
alleviation of the problem of over 
heating 
 This column is supposition of the 
impact of using a model and what 
else could have happened and how 
the staff team could have been  
engaged 
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Whilst the knowledge and use of a decision making model may have alteƌed the MM͛s 
approach to this decision situation and possibly the decisions she took, it would not 
necessarily have resulted in any learning and increased insight into her own thinking and 
behaviour and how that influenced this decision making scenario. Therefore, whilst 
useful in helping an individual to deal with a particular situation, frameworks on their 
own are of limited value unless combined with other concepts such as professional 
reflection and a supportive organisational context and culture. 
 
6.1.2 Decision making strategies 
Chapter four indicated that there is evidence from the data to suggest that MMs 
implicitly use some of the recognised processes or steps of known decision making 
models, for example, pattern and similarity recognition or collecting relevant 
information and generating feasible options. These are all recognisable within the 
literature as identifiable decision making steps within the broad spectrum of rational 
and intuitive based decision making frameworks. However, the MMs did not report 
having learnt about any specific leadership and management decision making models, 
either through direct attendance on a course or through assimilation from others. It is, 
therefore, more likely that whilst the language may be different, there are some 
commonalities between decision making processes for clinical issues and leadership and 
management issues. The Nursing Process describes a simple framework of Assess, Plan, 
Implement and Evaluate and many clinical pathways incorporate similar processes such 
as ͚ĐolleĐt ƌeleǀaŶt iŶfoƌŵatioŶ͛ aŶd ͚assess ƌisk aŶd ĐoŶseƋueŶĐes͛ ďut uŶdeƌ diffeƌeŶt 
headings.  
During the initial interviews, the MMs identified that they found it easier to make 
clinical decisions. Significantly, MMs appear to be transferring their knowledge and 
expertise of clinical decision making to leadership and management related decision 
making but without developing additional knowledge and skills of relevant decision 
making models and theory. This is significant because there is no evidence within the 
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literature to demonstrate whether this is an effective strategy and a conscious decision 
oƌ just a ŵeaŶs of ͚pluggiŶg the gap͛ due to a laĐk of ĐoŶtiŶuiŶg pƌofessioŶal 
development introducing Modern Matrons to decision making models that are suitable 
for leadership and management related situations. To explore this point further, there 
are three elements of rational decision making approaches which in relation to the 
study data warrant further discussion. These include: 
 
Defining The Objective    
There were no clear examples within the study data that illustrated the MMs spending 
time to be clear about defining the objective or purpose of a decision making situation. 
In contrast, in reference to clinical decision making, there was a greater clarity that the 
focus was the patient and their well being and this objective informed the information 
being asked for and then assessed. This difference may be a reflection of the general 
complexity of leadership and management related decisions or that (except in critical 
incident reviews) the process the MMs follow is more idiosyncratic than structured and 
predictable. It does, however, raise some interesting questions about the MMs 
willingness or ability to spend time defining leadership and management decision 
making objectives. An important difference from clinical decision making might be a 
reduced level of expertise in non-clinical activity or that leadership and management 
decisions often require the use of negotiating and influencing skills to arrive at a shared 
objective with other individuals.  In addition, the MMs ͞ leǀel of authoƌitǇ͟ ;MaŶtheǇ 
ϭϵϴϵͿ aŶd ͞ĐiƌĐle of iŶflueŶĐe͟ ;CoǀeǇ ϭϵϴϵͿ is also diffeƌeŶt ďetǁeeŶ the tǁo aspeĐts of 
decision making. Clinically, the decisions the MMs desĐƌiďe aƌe ǁithiŶ theiƌ ͞ĐiƌĐle of 
influence͟, that is theǇ haǀe full authoƌitǇ to ŵake the deĐisioŶ, ƌeƋuest people to 
implement it and then also, if appropriate to request a process of active reflection 
afterwards. Whilst this may be done in a transformational leadership style, it is still 
clearly within the MM͛s ƌeŵit. However, in leadership and management situations, 
decisions often do not have an immediate impact on patients. Instead, the decision 
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being taken by the MM is often part of a much longer chain of information-gathering 
and decision making. Therefore it can become more difficult to get the information 
required to define the objective since it may be a more senior person in another 
department who holds the information. In addition, the greater the number of people 
involved in the information gathering chain, the more difficult it becomes to establish or 
maintain clarity regarding the objective of the decision as it may require a shared 
agreement about the objective of a decision. 
Evaluating a decision  
A final step in rational decision making is to evaluate the decision that has been 
implemented. This appears to be the consistent missing piece from all of the decision 
making scenarios that the MMs describe. There is reference to them loosely reflecting 
individually as to their perception of the success or otherwise of a decision, but not in 
any considered or structured manner. The impact of this is explored further in the 
discussion around the role of Reflection and Decision Making in section 6.6. The 
apparent lack of attention to evaluation raises some interesting questions about how 
the MMs know whether the decisions they took were appropriate or implemented 
effectively if they do not evaluate them, either formally or informally. Clearly it would 
not be reasonable to evaluate all decisions, but those that they chose to describe in 
their interviews were generally either unusual situations or ones that had caused them 
some stress. Yet, in only three of the twenty scenarios did two different MMs describe 
having spent time reflecting whether the decision they had taken was the correct one. 
This reinforces the previous point that if there is a failure at the outset of a required 
decision to define the objective, then that lack of clarity may make it difficult to start 
considering how to evaluate the decision. 
Assessing risk and consequences 
This step is only identified on a few occasions in the data. The MMs talk about the 
importance of assessing risk as well as thinking through what the outcomes or 
consequences of their decision making might be. It is not possible, however, from the 
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study data to assess how they do this. There is no evidence in regards to leadership and 
management decisions that the MMs use any particular risk assessment frameworks or 
approaches. There is, however, evidence of them recognising a pattern of behaviour and 
then considering the risks associated with that pattern. This appears to be a more 
intuitive assessment of risk and consequence as it comes from observation and 
experience rather than being prompted by a conscious decision or utilisation of a 
framework to look at the potential risks and consequences of a situation and the 
decision to be taken. MM 1 states in the incident involving the police that part of her 
deĐisioŶ to Đall the poliĐe ǁas that ͚this was a pattern of escalation with her behaviour.͟ 
The implication being that the risks and potentially negative consequences were likely to 
increase unless a decision was taken to remove person concerned. 
As discussed in section 5.4 of the Findings chapter, this scenario demonstrates the use 
of steps from both rational and intuitive decision making frameworks. In addition, this 
scenario gives rise to three further questions in relation to how MMs assess risk and 
consequences. 
1. Where do Modern Matrons begin when assessing risk?  
2. Is it risk to themselves or others? 
3. If it is risk to others, do they differentiate between staff, patients and members 
of the public and if so, how? 
The Nursing and Midwifery professional code of conduct (Nursing and Midwifery 
Council 2008) requires nuƌses to ͞ŵake the Đaƌe of people theiƌ fiƌst ĐoŶĐeƌŶ.͟ IŶ this 
scenario, the Modern Matron followed this guidance and first confirmed that the 
patient had been deemed medically fit for discharge by both the physician and the 
psychiatrist. The focus of her assessment of risk and consequences then appears to have 
been primarily on the safety of staff (the patient had a history of aggressive behaviour 
towards staff and had previously attacked nurses with a pair of scissors) as well as 
eŶsuƌiŶg that the Tƌust͛s poliĐǇ of a ͚zeƌo toleƌaŶĐe͛ of ǀioleŶĐe toǁaƌds staff ǁas 
upheld. In addition, as part of the decision making in relation to staff, the MM 
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considered the consequences of not having the patient removed and whether it would 
have been damaging to staff morale if they had felt they had been put in a dangerous 
position and not supported by the organisation.  
Significantly less attention appears to have been given to assessing the risks and 
consequences in relation to the visitor who had initiated the incident by bringing the 
(ex) patient back into the ward and insisting that she was seen and being very angry 
about what she perceived to be a lack of care. This could have included the distress to 
the visitor, the potential damage to the public image and perception of the organisation 
and the risk of the visitor making a public complaint. This apparent lack of consideration 
of ƌisk aŶd ĐoŶseƋueŶĐes iŶ ƌelatioŶ to the ǀisitoƌ, ŵaǇ ďe ďeĐause the issue of ͚safetǇ,͛ 
which had clearly provided a frame of reference for the MM͛s assessŵeŶt of ƌisk fiƌst iŶ 
ƌelatioŶ to the patieŶt͛s ĐliŶiĐal health aŶd theŶ iŶ ƌegaƌds to the pƌoteĐtioŶ of staff, ǁas 
not seen as so relevant in relation to the visitor.  
What this scenario indicates is that within the transcripts, the evidence in regard to the 
MatƌoŶ͛s assessŵeŶt of ƌisk aŶd ĐoŶseƋueŶĐes ǁas stƌoŶgest iŶ ƌelatioŶ to ĐliŶiĐal ƌisk 
and more general health and safety issues. Their approach appears to be more 
influenced by experience, expertise and relevant management policies, suĐh as ͚zeƌo 
toleƌaŶĐe͛ thaŶ ďǇ aŶ eǆpliĐit use of aŶǇ fƌaŵeǁoƌks. OŶĐe agaiŶ ͚assessŵeŶt of ƌisk aŶd 
ĐoŶseƋueŶĐes͛ is aŶ aƌea of eǆpeƌtise that ďeŶefits fƌoŵ ĐoŶsideƌed aŶd aĐtiǀe 
reflection, and this is explored in more detail later in this chapter. 
 
6.1.3 Application of known clinical decision making frameworks   
As identified within the literature review, there are three broad approaches regarding 
decision making. The first is that good quality decisions need to be made in a clear, 
logical and rational manner that follows a series of identifiable and sequential steps, 
(Adair 1984). The second is that it is possible to make good quality decisions from a 
poiŶt of ͚kŶoǁiŶg͛ soŵethiŶg is the ƌight thiŶg to do due to the deĐisioŶ ŵakeƌ͛s oǁŶ 
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knowledge and expertise and that the process may not be transparent and defineable 
into clearly defined steps, (Dreyfus and Dreyfus 1985). The third perspective would be 
that decision making is more situational Hersey, Blanchard and Johnson (1996) and that 
the approach or model used, should reflect the context and needs of the individual 
situation in conjunction with the experience and expertise of the decision maker. For 
this study, that would require the MMs to be able to accurately assess which model of 
decision making to use alongside an awareness of their competence in relation to 
different decision making scenarios.  Information from this study suggests that two of 
the decision making frameworks reviewed within the literature chapter could be 
relevant in assisting the MMs with this type of assessment as well as appraising what 
they are actually doing. These two frameworks are Cognitive Continuum Theory and the 
Conscious Competence Model. 
 
6.1.4 Cognitive Continuum Theory 
During the literature review, Cognitive Continuum Theory was highlighted as a well used 
and referenced decision making framework within the clinical decision making literature 
(Cader, Campbell and Watson 2005; Standing 2008). Its focus is on exploring when it 
might be more appropriate to adopt either an approach that is a) more rational or b) 
intuitive in nature in a given situation. Two determining factors are how structured or 
conversely, poorly -structured the situation is that is requiring a decision and secondly, 
the volume and nature of the information available to the decision maker. In effect the 
model proposes that decision making is highly situational and that the approach 
adopted will be determined by the needs of the individual situation. As identified in the 
literature review, this study provides an opportunity to raise the question ͚ĐaŶ the 
model be applied to leadership and management related decision making situations and 
ƌetaiŶ its ǀalue as a tool to suppoƌt deĐisioŶ ŵakiŶg?͛  
If, as Cognitive Continuum Theory suggests, poorly-structured tasks have properties that 
induce intuition and generally require a need to be resolved quickly, then it could be 
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argued that the theory is only relevant in part to leadership and management decision 
making as most of the scenarios described by the MMs were not of a nature that 
required an immediate response. An important aspect of Cognitive Continuum Theory 
for this study, is that it introduces the concept that decisions do not have to be made in 
either a rational or intuitive manner, but that within the idea of a continuum or 
spectrum of behaviours, there could be an inter-play and varying application of both, 
determined by the degree of structure associated with the decision making task in hand 
as well as the volume and nature of the information available to underpin the decision. 
This may account for the mix of idiosyncratic strategies that the MMs used – they would 
vary their style and approach according to their perception of the individual decision 
making situation facing them. If so, this approach is not one that they have consciously 
been taught, but may have adopted vicariously through experience of clinical situations. 
 
6.1.5 Clinical expertise and leadership and management decision making – Conscious 
Competence Model 
Each of the MM͛s ŵake ƌefeƌeŶĐe to the value of their clinical experience  and expertise 
when making decisions and an essential requirement of the role is to provide clinical 
leadership. It is therefore reasonable to assume that in many areas of clinical practice 
and clinical decision making a MM would be considered to be an expert (Benner 1984). 
This is also sometimes referred to as unconsciously competent. However, as identified 
in Chapter two, does that level of competence extend to leadership and management 
related decision making? The Conscious Competence Model (Howell 1986) offers a 
useful frame of reference for assessing this. It has four stages of competence that 
iŶteƌseĐt ǁith aŶ iŶdiǀidual͛s leǀel of ĐogŶitiǀe aǁaƌeŶess of theiƌ ĐoŵpeteŶĐe.  
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Figure 9: Conscious Competence Model 
    Stage 4 
Unconsciously 
Competent 
Stage 3   
Consciously 
Competent 
Stage 1 
Unconsciously 
incompetent 
Stage 2  
Consciously 
incompetent 
                                                  
 
The MMs initially found it quite difficult to describe how they made leadership and 
management decisions. Using this model, that would suggest a low level of cognitive 
awareness. Both stage four and the intuitive end of the spectrum in Cognitive 
CoŶtiŶuuŵ TheoƌǇ aƌe ĐloselǇ aligŶed ǁith BeŶŶeƌ͛s ;ϭϵϴϰͿ ͚eǆpeƌt͛ ŵode – able to 
make decisions without either consciously thinking about them or requiring clear 
explicit steps, because of an inherent expertise in relation to one or more skills and or 
situations  
In regards to leadership and management issues, a MM͛s leǀel of eǆpertise may vary, 
depending on the issue at hand. They would be expected to recognise the importance of 
good leadership and management skills and therefore automatically at Stage Two of the 
Conscious Competence Model. However, it would depend on the specific situation at 
hand as to how competent they would feel in managing it and taking the relevant 
decisions at the appropriate time. In general, for the positions they hold, they ought to 
be at least consciously competent (stage three) in regards to most decision making 
scenarios and be able to recognise those where they feel consciously incompetent and 
act accordingly. 
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It is possible that on occasions it is the MM͛s uŶĐoŶsĐious ĐoŵpeteŶĐe aŶd ͚iŶtuitiǀe͛ 
expertise that leads them to deciding that a particular decision making situation 
requires them to adopt a more analytical approach and so they deliberately insert a 
more structured and rational approach that one might more usually associate with 
someone who has level one or two competence. 
During the 1:1 interviews, a number of the MMs commented that they initially found it 
difficult to identify and describe leadership and management related decision making 
scenarios. This could indicate: 
 The MMs are experts and have an unconscious competence in this area and 
therefore do not consciously think about what it is that they are doing. This is 
unlikely, because as has already been discussed, there does not appear to be 
any conscious awareness of having learnt about models and frameworks to 
support their leadership and management decision making.  How they make decisions is not something that they have given much thought to 
before. 
 
This latter point is more likely as along with a lack of knowledge of relevant decision 
making frameworks, there was no evidence to demonstrate that the MMs created any 
space for structured reflection. This point will be discussed further in section 6.6. 
Therefore, in the context of this study, the findings would suggest that an integration of 
these two models would provide a useful frame of reference for the MMs. In any given 
decision making scenario, it would prompt them to; recognise their level of 
competence, assess the degree of structure present and the volume and quality of the 
information that was available. This in turn would help inform or support them as to 
whether they needed to adopt a more rational or intuitive model of decision making. 
The integration of the two models, cognitive continuum theory and the conscious 
competence model is shown in figure 10. 
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Figure 10: Integrating Cognitive Continuum Theory and Conscious Competence Model 
                                                                                                                                            Rational 
 
Intuitive 
 
A person who is unconsciously incompetent (stage one) in regards to a specific task or 
situation has a low level of cognitive awareness and a low level of skill. Therefore they 
͚doŶ͛t kŶoǁ ǁhat theǇ doŶ͛t kŶoǁ͛ ǁhiĐh is poteŶtiallǇ a high ƌisk situatioŶ. IŶ these 
circumstances, the individual needs to have both a high level of structure to work within  
and a corresponding amount of good quality information to guide and support them in 
their decision making. If their skill level then increases alongside an increase in their 
cognitive awareness of their abilities then they can begin to make decisions in a less 
structured environment and require lower volumes and less detailed information. An 
individual at stage four, who is unconsciously competent can operate anywhere along 
the continuum. In general they can make decisions with relatively small amounts of 
information (compared to a person who is unconsciously incompetent) and have a low 
need for structure and processes to support their decision making. However, because of 
their expertise, they are also aďle to ƌeĐogŶise oƌ ͚kŶoǁ͛ ǁheŶ  to seek out ŵoƌe 
information or put in a clearer structure so someone else can follow and understand the 
decision they made. 
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Amount of Structure 
Stage Two –
Consciously 
Incompetent aware 
of need for quality 
information and 
structure 
Stage One 
unconsciously 
incompetent 
requires lots of info 
and structure to be 
safe (may not 
recognise this) 
Stage Three – 
Consciously 
Competent 
reduced need for 
structure and 
information, can 
increasingly trust 
own expertise 
and experience 
Stage Four – 
Unconsciously 
Competent – 
sufficient expertise 
and experience to 
soŵetiŵes ͚just 
kŶoǁ͛ + knows when 
more structure or 
info is required 
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The following scenario about an elderly lady whose fall was not observed by anyone 
illustrates the potential value of an integrated framework as a point of reference and 
guidance in regards to the type of decision making approach to adopt.  
͞The ladǇ heƌself ǁas aďsolutelǇ adaŵaŶt that she had ďeeŶ ƌuŶ oǀeƌ ďǇ a poƌteƌ ... I 
spoke to the staff and kiŶd of looked at the ǁhole sĐeŶaƌio aŶd I still ǁasŶ͛t gettiŶg aŶǇ 
aŶsǁeƌs ǁhatsoeǀeƌ ... so I took the iŶǀestigatioŶ a little fuƌtheƌ ..... it just didŶ͛t seeŵ to 
add up. So I went back and thought about it more and realised that there were CCTV 
cameras covering that area, so watched them. The old lady had not been run over by a 
trolley, she had actually tripped and fallen by herself .... I suppose maybe that is 
experience and not jumping to conclusions and looking at the whole picture as opposed 
to maybe just the facts that you are initiallǇ pƌeseŶted ǁith.͟ ;MM ϳ.ϯ – see appendices 
for full scenario) 
The MM is a clinical expert who regularly works at Stage Four – unconscious 
competence, requiring relatively low levels of structure and information in order to 
make good quality clinical decisions. In relation to this scenario, the situation was being 
treated as a critical incident. The Matron had attended a critical incident training course 
and so had a clear process and structure to implement in order to conduct the 
investigation, to then make a rational assessment of the situation. However, it was her 
iŶtuitiǀe feeliŶg ͞that thiŶgs just didŶ͛t seeŵ to add up͟ that pushed heƌ to look foƌ 
better quality information and discover the CCTV images that then provided the answer 
as to what had actually happened. 
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Summary 
The study findings would suggest that the output of the MMs leadership and 
management decision making was due more to their clinical expertise and transferable 
principles which they had, to a large extent, sub-consciously applied to the wider 
leadership and management decision making responsibilities they now have. With the 
exception of the critical incident training that they had all received (which was about a 
clear process for conducting an investigation), there was no reference to any other 
frameworks or models of decision making that they used or had experienced. There 
were references to the prevailing organisational culture of decentralised decision 
making and empowerment and these will be discussed later. During the course of the 
data collection none of the MMs said that they wished they understood more about 
decision making theory or that they had a better knowledge of relevant models that 
they could use. However, it would seem reasonable to assume that such knowledge and 
understanding would be useful and initial indications from the feedback workshop that 
was held for the MMs was positive.   A basic understanding of some of the generic 
principles of decision making would give the Modern Matrons more options. It would 
allow them either to choose to use their usual style or to recognise the circumstances 
that might suggest an alternative model or framework that would be  useful. This thesis 
has drawn upon a combination of rational and intuitive decision making theory 
alongside cognitive continuum theory and the conscious competence model to provide 
a spectrum of decision making frameworks that could be usefully applied to 
management and leadership decision making in a healthcare setting. 
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6.2 Factors that help or hinder Modern Matrons leadership and management decision 
making 
The second of the research questions addressed by this study, ͚ǁhat faĐtoƌs help oƌ 
hiŶdeƌ MM deĐisioŶ ŵakiŶg͛ has identified five connected factors that are relevant to 
MM decision making. These factors are each discussed in turn and then related to the 
previous section in a final commentary on MM decision making  
1. Credibility 
2. Power 
3. Authority 
4. Organsiational Context 
5. Reflection 
 
6.2 Credibility  
This section discusses what is ŵeaŶt ďǇ ͚ĐƌediďilitǇ͛ aŶd ǁhǇ the MMs see it as an 
important facet of their leadership decision making.  
Credibility emerged strongly from the data, both in terms of the MMs using the actual 
teƌŵ ͚ĐƌediďilitǇ͛ and from the Stage One analysis where all ŶiŶe Đhose ͚ĐƌediďilitǇ͛ as 
one of their ten priority requirements for effective decision making. This recognition of 
its value to the role of the MM, reflects the findings from the RCN study Scott et al 
(2005) where clinical credibility was recognised as addiŶg to ͚peƌsoŶal poǁeƌ͛ aŶd 
eŶhaŶĐiŶg the ModeƌŶ MatƌoŶs͛ authoƌitǇ.  
Credibility therefore, is an important contributor to the power base of the MM and their 
ability not just to make decisions but to have those decisions respected and 
implemented. It is not however, something that automatically comes with the position, 
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it is something that is established over time through demonstrable actions. The 
transition from a Charge Nurse with responsibility for a clinical area to MM with a 
leadership and expert advisor role for a designated clinical service, along with additional 
corporate responsibilities is a significant one. Whilst the clinical credibility that has been 
established at Charge Nurse level is an essential component of being a MM, there is still 
a need to establish leadership and management credibility at both a wider operational 
leǀel aŶd stƌategiĐallǇ. This issue of ͞ĐoŶteǆtual ĐƌediďilitǇ͟ ;HaŶdǇ ϭϵϵϯ,p.142) was a 
real issue that emerged from the data for those MMs who, prior to taking up their  post 
had worked on one site and now were covering two hospital sites in two different 
towns. They described discovering that they were having to lead and make decisions in 
different ways according to which site they were on and the extent of their credibility on 
that particular site. 
Credibility is associated with doing things well, but, MMs are fallible and errors of 
judgement will occur. It is how the MM addresses the error that will determine whether 
it damages their credibility. The findings would suggest that some of the MMs already 
recognise the importance of at least soŵe of Kouzes aŶd PosŶeƌ͛s ;ϮϬϬϯ,p.204) notion 
of ƌeĐoǀeƌiŶg ĐƌediďilitǇ thƌough the siǆ A͛s of leadeƌship aĐĐouŶtaďilitǇ: aĐĐept, adŵit, 
apologise, act, amend and attend. There is however, no reference by the MM to having 
formally learnt about the attributes of credibility recovery. Any actions taken would 
appear to be through experience or their individual personality and approach to 
situations rather than a conscious awareness that there are recognised steps that can be 
taken to both strengthen and recover credibility. The role of organisational culture is 
also important in developing and or recovering credibility as by engaging with the 
suggested ϲ A͛s the MMs aƌe ŵakiŶg theŵselǀes potentially vulnerable. They need to 
have confidence that the organisation will see such a display of potential vulnerability as 
a strength to be applauded and supported. 
Kouzes and Posner (2003,p.51) conclude that credibility is a combination of respect and 
loǇaltǇ aŶd is ͞eaƌŶed pƌiŵaƌilǇ ǁheŶ leadeƌs deŵoŶstƌate ďǇ theiƌ aĐtioŶs that theǇ 
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believe in the inherent self-worth of others. The consequence of failing to demonstrate 
this is a lack of credibility and people not having confidence in the leader. Kouzes and 
Posner (2003,p.ϱϭͿ go oŶ to saǇ that ͞these ΀attƌiďutes΁ aƌe eaƌŶed ďǇ appƌeĐiatiŶg 
otheƌs, affiƌŵiŶg otheƌs aŶd deǀelopiŶg otheƌs … aĐtiŶg iŶ ǁaǇs that shoǁs tƌust iŶ 
theŵ.͟   This is iŶ effeĐt a philosophǇ of leadeƌship oƌ ďeiŶg, deŵoŶstƌated through 
observable behaviours and will be discussed further under empowerment and 
organisational context. 
Summary 
Credibility is not a direct decision making strategy, but it is an import facet of being able 
to take good quality decisions that others will sign up to and implement. Kouzes and 
Posner (1993,p.ϰϲͿ desĐƌiďe ͞eaƌŶiŶg ĐƌediďilitǇ as a ƌetail aĐtiǀitǇ͟ that is aĐhieǀed 
through the leader being visible and accessible and making regular small contributions 
through their day to day achievements and behaviours with others. Therefore as a 
longer term strategy for being able to make and implement decisions, establishing and 
increasing credibility is an important strategy for the MM to develop.  
 
6.3 Power 
Power is a complex phenomenon with a diverse and extensive literature base. In 
relation to this study, power is important in regard to the MMs͛ understanding of the 
different types of power that exist and how to positively develop and use a diverse 
range of power sources in order to be an effective decision maker. This section discusses 
power in relation to: position and personal power, power of relationships and networks, 
power and conflict and empowerment. 
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6.3.1 Position and Personal Power  
Position Power is hierarchical, about a legitimate right and authority to require another 
person to do something. The power is attached to a particular role and a person has it 
because they hold that position. It is conferred through organisational behaviour, such 
as; a paper to the Board regarding the establishment of the position, role, grade and 
pay; who the MMs report to; the type of meetings they attend; the information that 
they are privy to; how often their opinion is sought by senior staff and the level of visible 
influence they have on the running of the organisation. Position Power enables an 
individual, within pre-deteƌŵiŶed ďouŶdaƌies, to saǇ ͚Ǉes͛ oƌ ͚Ŷo͛ to ƌeƋuests oƌ to 
authoƌise speŶdiŶg. PeƌsoŶal Poǁeƌ is ŵoƌe ƌefleĐtiǀe of aŶ iŶdiǀidual͛s oǁŶ poǁeƌ ďase 
and their ability to make things happen because of who they are as opposed to the 
position they hold. The table below summarises the key facets  
 
Figure 11: Position and Personal Power 
 
 
 
 
 
 
 
The MMs in this study have the potential for both power bases to co-exist. The role is 
graded as a senior position in the host Trust and in addition to their role as clinical 
leaders for a particular speciality, they carry a significant level of managerial 
Position Power 
Require you to  
do something 
Personal Power 
Request you to 
do something            
Enforcer 
Power over 
 
Enabler 
Power to 
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responsibility for the operational running of the service out of hours, generally being the 
first point of contact.  
The stƌeŶgth of theiƌ ͚positioŶ poǁeƌ͛ ŵaǇ ǀaƌǇ a little ďetǁeeŶ DiƌeĐtoƌates due to the 
degree of additional responsibility and authority individual Directorate Heads may be 
willing to give, but at a corporate level the role is supported. It is likelǇ that the ͚peƌsoŶal 
poǁeƌ͛ base of individual MMs varies from one to the other and will reflect, in part, the 
different levels of credibility that they have established with staff who report to them, 
their peers and senior Trust managers. It is clear that some of the MMs are aware of the 
level of position and personal power they have in certain situations and environments 
and with particular people and how in turn that makes it easier for them to make 
decisions. It is less clear if they appreciate the value of using one style over another. In 
Scenario 1 in this chapter, MM ϯ͛s deĐisioŶ ŵakiŶg pƌoĐess ǁas ƌooted iŶ heƌ ͚positioŶ 
poǁeƌ.͛ IŶ oƌdeƌ to iŵpleŵeŶt the deĐisioŶ that she had ŵade, she required the staff ͚to 
ƌeŵoǀe the jeǁelleƌǇ͛ as paƌt of the deal and she enforced the terms of the agreement 
ƌegaƌdiŶg ͚Ŷo ǁeaƌiŶg of ŶoŶ-traditional uniforms off the ǁaƌd.͛ Had the MM͛s ͚peƌsoŶal 
poǁeƌ͛ ďase ďeeŶ stƌoŶgeƌ, it is likelǇ that she Đould haǀe requested staff to remove the 
jewellery and worked with them to enable staff to keep to the terms of the decision. 
To be effective decision makers, MMs need to be able to understand, develop and use 
both types of power. The challenge is in getting the balance right for the task in hand. 
The balance and value of the Modern Matron having and being able to use both position 
and personal power is encapsulated by the following transcript quote. 
͞I haǀe got all of the DeputǇ DiƌeĐtoƌs ŵoďile phoŶe Ŷuŵďeƌs iŶ ŵǇ phoŶe aŶd I kŶoǁ 
that I can ring one of them up and talk things thƌough. I haǀe eǀeŶ got the Chief EǆeĐ͛s 
phoŶe Ŷuŵďeƌ … ǁe haǀe got this e-ŵail ƌelatioŶship aŶd it ǁill ďe ͚Hi J͛͟ ;MM ϯ:ϮϯͿ 
This example demonstrates how important relationships and networks are to 
strengthening both the personal power of the individual MM and the position power of 
the role as a whole. If a MM has the telephone number of the Chief Executive and would 
feel able to ring them up to talk and issue through – suggests two factors: 
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 The role of MM is sufficiently important in this Trust that it is O.K. for them to 
contact the chief executive direct (position power)  The MM is sufficiently respected that senior managers within the organisation 
have given them their mobile number (personal power) 
 
6.3.2 Power of relationships and networking 
The value of strong, productive relationships and networks was clearly evident in the 
study data. There were three main facets: 
1. relationships and networks that gave the MMs  access to people with more 
position power and authority who could sanction, legitimise or authorise a 
decision or course of action (see above example) 
2. Relationships and networks where the MM Đould ͚ƌiŶg up͛ oƌ͛ pop iŶ͛ to 
iŶfoƌŵallǇ ask soŵeoŶe͛s adǀiĐe oƌ ƌuŶ aŶ idea oƌ iŶteŶded Đouƌse of aĐtioŶ 
passed someone before implementing it. 
3. Knowing people and what their priorities are and what they are interested in to 
help you know how best to approach them regarding a particular issue or 
decision. 
The importance of these three facets are re-enforced by Kotter (1985,p.39), who 
suggests that to perform well in a leadership position today means understanding the 
diverse and interdependent mileu that surrounds the job. This means knowing who all 
of the relevant parties are, their diffeƌeŶt peƌspeĐtiǀes … ǁhat theǇ ǁaŶt, hoǁ theǇ look 
at the ǁoƌld, …. This information along with a sensitivity to its importance, is key to 
good quality decision making. The findings of this study would suggest that at least 
some of the MMs know this. The key is to bring that knowledge to the fore so that it 
becomes a conscious competence that can be shared and used to help prepare staff for 
the challenges of decentralised decision making. 
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Relationship poǁeƌ ĐaŶ also ĐoŶtƌiďute to a peƌsoŶ͛s credibility. Kouzes and Posner 
(2007) ideŶtified that ͞ďǇ shaƌiŶg peƌsoŶal eǆpeƌieŶĐes, telling their own stories and 
joiŶiŶg iŶ dialogue, leadeƌs ďeĐoŵe people, Ŷot just holdeƌs of positioŶs.͟ IŶ otheƌ 
words it is the relationships that leaders establish with others that significantly 
contribute to them being viewed as credible and someone whose decisions should be 
respected and implemented 
Kouzes and Posner (2003) identify five characteristics that support and maintain the 
power associated with good working relationships, often across a wide geographical 
area that helps an individual to make and implement decisions:  
1. Respect 
2. Admiration 
3. Perceived Need 
4. Obligation and Friendship 
5. All derived from a Good Track Record and a Good Reputation 
The MM experience was that they were working across two hospital sites, several miles 
apart and that with the site that was new to them, they were having to work both 
harder and with more thought to establish the above characteristics that they had 
become accustomed to having with staff on the initial site that they had worked on. A 
useful strategy for a couple of the MMs was that some of the consultants now working 
on the second site had worked as junior doctors with the MMs some years previously on 
the first site. Therefore the MMs had an established track record and reputation with 
them and some staff were happy to take their lead from the ͞Đƌediďle ƌelatioŶship͟ 
(Kotter 1985,p.40) that had previously been established. This type of scenario where 
value is transferred from one relationship to another is a valuable way of shortening the 
time required to gain the benefits of being viewed as a credible decision maker. The 
MMs in this study all had several years experience within the host organisation and 
therefore had had the opportunity to establish numerous credible relationships that 
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they could draw upon to help them with the challenges they faced when taking on the 
role of MM. 
The importance of good relationships and strong networks is emphasised by a study 
undertaken for The Centre for Creative Leadership by Bal et al (2008) which consistently 
identified relationships as not just an important power base that leaders currently used 
but also the most important one in regards to the area they felt that they should spend 
more time developing. This fell into three main areas: 
1. Find the time and energy to invest more in existing relationships by keeping in 
touch with people and spending more time with people 
2. Identifying a specific person with whom to establish a better relationship, 
including boss, peers, customers 
3. Recognising the need to repair damaged or neglected relationships 
 
Establishing and increasing a power base therefore, requires an investment of time and 
energy and MMs would benefit from more insight into understanding how to do that 
and the benefits that might accrue from that extra investment. 
 
 6.3.4 Power and conflict (or power over) 
Whilst power and conflict are significant themes within the literature on power (Blalock 
1989; Giddens and Held 1982), the issue of power in relation to overt/covert conflict did 
not emerge as a strong theme from the data analysis. This does not mean it does not 
exist. However, in regards to the scenarios that the MMs chose to illustrate their 
decision making, they did not generally describe or infer the presence of conflict. Where 
they identify dissatisfaction, it is more likely to be couched in regards to the concept of 
͚authoƌitǇ͛ aŶd haǀiŶg a laĐk of authoƌitǇ to take a deĐisioŶ oƌ iŵpleŵeŶt a Đouƌse of 
action. This will be discussed further in section 6.4. 
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Whilst the MMs have not themselves identified or referred to situations of conflict, it is 
possible that within a few of the scenarios described where a MM has over ruled a 
senior clinician or called the police to have a person removed, some of the other 
͚plaǇeƌs͛ ŵaǇ haǀe felt that ĐoŶfliĐt ǁas pƌeseŶt oƌ that theǇ ǁeƌe ďeing disadvantaged 
due to an imbalance of power. However, in the context of the study and how and why 
the MMs took the deĐisioŶs  that theǇ did, theŶ the issue of ͚poǁeƌ͛ is ƌeleǀaŶt iŶ 
regards to the MMs͛ authoƌitǇ to take a deĐisioŶ ƌesultiŶg iŶ a speĐific course of action. 
Analysis of the data suggests that in relation to the situation where the police were 
called, the MM͛s deĐisioŶ ǁas iŶflueŶĐed ďǇ tǁo ŵaiŶ issues –clinical need (or lack of it) 
and staff safety which were in turn linked to the nursing Professional Code of Conduct 
and Organisational Policy. This could be interpreted as ͚poǁeƌ to͛ pƌoteĐt staff, ŵaǇďe 
otheƌ patieŶts aŶd the oƌgaŶisatioŶ. AlteƌŶatiǀelǇ, it Đould ďe ǀieǁed as ͚poǁeƌ oǀeƌ͛ 
what happened to the individual who was removed by the poliĐe aŶd ͚poǁeƌ oǀeƌ͛ the 
member of the public whose request was turned down. In both cases, there was conflict 
between the individual and the MM and on each occasion, the MM exercised her 
͚positioŶ poǁeƌ͛ aŶd required the individuals to leave and with one, enforced that 
through the use of the police.  
  
6.3.5 Empowerment 
In contrast to power in terms of conflict and exercising power over people, 
empowerment is about being able to share, transfer or give away power through 
behaviours such as delegation (Bradbury Jones et al 2010, Rodwell 1996). In view of the 
oƌgaŶisatioŶ͛s stated stƌategǇ of ͚eŵpoǁeƌŵeŶt, deĐeŶtƌalised deĐisioŶ ŵakiŶg aŶd a 
ĐoŵŵitŵeŶt to the pƌiŶĐiples of a LeaƌŶiŶg OƌgaŶisatioŶ͛, it Đould pƌoďaďlǇ haǀe ďeeŶ 
pƌediĐted that ͚eŵpoǁeƌŵeŶt͛ ǁould featuƌe iŶ soŵe foƌŵ ǁithiŶ the studǇ data aŶd 
findings. As a result, it seems to be a behaviour that many of the MMs are comfortable 
with and consciously integrate into their actions. MM 3 talked about her pride at 
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watching a staff nurse blossoming and developing the confidence to share ideas and 
make decisions. Whilst MM 1 says: 
͞A stƌategǇ I use a lot is to ask staff to let theŵ Đoŵe up ǁith a plaŶ, see if theǇ ĐaŶ 
aĐtuallǇ Đoŵe up ǁith a ďetteƌ plaŶ oƌ a ǁaǇ that it Đould ǁoƌk diffeƌeŶtlǇ͟ (MM 1.21)  
Kouzes and Posner (1993) recognise this as a key principle of empowerment. They 
suggest that  
͞if Ǉou aƌe geŶuiŶelǇ iŶteƌested iŶ ǁhat otheƌ people haǀe to saǇ, ask theiƌ 
opinion, especially before giving your own. Asking what others think facilitates 
participation in whatever decision will ultimately be determined, increases 
support for the decision and reduces the risk that it might be undermined by 
either inadequate consideration or unexpected opposition. Another benefit is 
that asking other people for their ideas and listening to their suggestions 
eŶhaŶĐes theiƌ self ǁoƌth͟  
which in turn, helps to foster a sense of empowerment. That the MMs both feel 
empowered and actively endeavour to support empowerment for others would suggest 
that the organisation has been reasonably successful in its aim of establishing a culture 
that fosters empowerment. 
 
Summary 
MMs need to understand the role of power in leadership and management decision 
making. They need to ďe Đleaƌ aďout theiƌ oǁŶ ͚poǁeƌ ďase͛ ǁheŶ opeƌating in different 
ĐoŶteǆts aŶd ǁith diffeƌeŶt people aŶd to ďe aďle to ĐoŶsĐiouslǇ ŵoǀe ďetǁeeŶ ͚poǁeƌ 
ďases͛ as appƌopƌiate aŶd to uŶdeƌstaŶd ǁhat theǇ ĐaŶ do to iŶĐƌease theiƌ poǁeƌ ďase.  
In a study of 260 people attending a Centre for Creative Leadership Programme (Bal et 
al 2008), oŶlǇ Ϯϵ% ͞ďelieǀed that theiƌ oƌgaŶisatioŶs teaĐh theiƌ leadeƌs hoǁ to 
effeĐtiǀelǇ leǀeƌage theiƌ full poǁeƌ.͟ Whilst this studǇ did Ŷot ask that ƋuestioŶ, the 
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findings would suggest that there is a lot that the host organisation could do to educate 
the MMs about the complexity of power and the essential role, when correctly 
developed and used that power has in helping them to be effective decision makers.   
 
6.4 Authority 
Just as there is a synergy between credibility and power, so there is between authority 
and power, particularly position power. As a result, there is a tendency to use the two 
terms of authority and power interchangeably. This study has highlighted four 
distinctions that are important in regards to MM decision making. 
1. Authority tends to be more task and context specific and results in a perception 
of power that tends to be more diffuse and generalised. The MMs are given a 
higher level of authority when making decisions in regards to hospital wide 
operational issues during the hours of 5pm to 9am (out of hours) than they do 
during the day. Similarly there is a clear understanding of the limits of their 
authority in relation to money. They can spend up to a specified limit, over that 
figure, they have to get permission from someone with a higher level of 
authority. 
2. Authority has a greater significance when combined with the concepts of 
responsibility and accountability. As will be discussed, it was a lack of 
commensurate authority to levels of responsibility and accountability that 
caused tension for one MM. 
3. Authority infers legitimacy. A legitimate right to do something either because of 
the position that an individual holds or because of their personal knowledge and 
expertise that gives what is sometimes referred to as a ͚Ŷatuƌal authoƌitǇ.͛  
4. Power is the outcome or consequence of having and exercising authority. Power 
comes from having authority  
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UŶlike the teƌŵ ͚ĐƌediďilitǇ͛ that featuƌed Ƌuite ƌegulaƌlǇ ǁithiŶ the ϭ:ϭ iŶteƌǀieǁs, the 
aĐtual ǁoƌds͛ authoƌitǇ͛ aŶd ͚poǁeƌ͛ featuƌed less frequently with the MMs more likely 
to use phrases that described those concepts than the actual words themselves. This 
ŵight ƌefleĐt a leǀel of disĐoŵfoƌt ǁith the teƌŵiŶologǇ as the teƌŵ ͚poǁeƌ͛ is ofteŶ 
viewed negatively and infeƌƌiŶg ͚poǁeƌ oǀeƌ͛ people, Ŷot a ĐoŶĐept that sits ĐoŵfoƌtaďlǇ 
within the NHS. 
The authority related to position power is different to the authority related to personal 
power. The former comes with the role and enables the holder to sign off finance up to 
a certain level or to be able to recruit to a post or suspend someone from a role. 
Authority that relates to personal power is more variable. Sometimes described as 
͚Ŷatuƌal authoƌitǇ͛ it ŵeaŶs that people ǁill listeŶ to Ǉou aŶd do as Ǉou saǇ ďeĐause of 
who you are and the expertise and track record you have, in other words, your 
established credibility with them. Authority is important and the higher the level of 
authority, the more freedom an individual has to act. However, what enables an 
individual to make an impact with that authority and to have their decisions 
implemented promptly and willingly is the credibility standing that the authority holder 
has. In the following excerpt, the MM͛s leǀel of authoƌitǇ to iŵpleŵeŶt a Đouƌse of 
action is the same on both sites, it is her credibility levels that are different and as a 
result, make it easier and quicker to implement a decision on one of the sites. 
͞WheŶ I fiƌst ǁeŶt to the otheƌ site, I got pƌettǇ ŵuĐh of a shoĐk. I ĐouldŶ͛t ďelieǀe hoǁ 
bolshy everyone was. I had to go softly softly and let people see how I worked and let 
them get to know me. On this site, I would have just given the word, but that was due to 
the fact that everybody here knows me and respects me. (MM 1.6) 
 
6.4.1 Authority, responsibility and accountability 
As previously mentioned, Authority does not sit as an entity on its own, and there was 
oŶe sĐeŶaƌio ǁheƌe theƌe ǁas a laĐk of ĐlaƌitǇ ƌegaƌdiŶg a peƌsoŶ͛s leǀel of authoƌitǇ. 
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This combined with an imbalance with what the MM perceived to be the levels of 
responsibility and accountability she was carrying, resulted in a situation which she 
reported finding difficult and stressful.  
This is illustrated in the following scenario where MM 3 reported that she felt very 
comfortable in the area of authoƌitǇ, statiŶg ͞I haǀe loads of authoƌitǇ͟ (MM3.18). 
However, she also described one situation when the balance between responsibility, 
authority and accountability had not been right and as a result she had felt 
compromised in her decision making.  
  ͞Its ďeeŶ fƌustƌatiŶg, ďeĐause I haǀe kŶoǁŶ ǁhat͛s Ŷeeded to ďe doŶe, so I haǀe let the 
Deputy Directors know. I have kept people informed every step of the way what I have 
ďeeŶ doiŶg. I haǀe iŶfoƌŵed theŵ of ƌisk aŶd eǀeƌǇthiŶg if these thiŶgs aƌeŶ͛t done. 
What I have actually done, I have kept copies of every single e-mail that I have sent and 
ƌeĐeiǀed so that ǁheŶ people tuƌŶ ƌouŶd aŶd saǇ ͚oh Ŷo͛, I didŶ͛t kŶoǁ aďout this. Well 
aĐtuallǇ Ǉou did, ďeĐause oŶ suĐh aŶd suĐh a date. “o it͛s ƌeallǇ ďeeŶ foƌ ŵǇ oǁŶ safetǇ.͟ 
(MM3:3) 
This quote illustrates on a number of levels the problems that can arise when there is 
both a lack of clarity re the level of authority an individual has in regards to a specific 
task combined with a lack of balance between the levels of responsibility, authority and 
accountability. The MM was clear that she was responsible and accountable for the 
development of a new service which amongst other things, involved liaising with 
architects for building alterations and recruiting new staff in order to open the service 
by the date set. She felt comfortable that she knew what needed to be done by when. 
However, she did not always have a sufficient level of authority to authorise certain 
things to happen and had to seek permission from other more senior staff, with a higher 
level of authority. This might have been appropriate, but the MM͛s peƌspeĐtiǀe ǁas that 
they did not always act promptly and therefore in her eyes, important time frames were 
not being met which jeapordised the service opening on the scheduled date. 
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The consequence was a MM who was quite clear that she had been delegated the 
responsibility and accountability to establish the new service by a particular date, 
becoming concerned that she would be held accountable and concerned that might be 
in a punitive manner. An element of distrust crept in to her dealings with senior 
ŵaŶageƌs aŶd she ďegaŶ to ͚Đoǀeƌ heƌ ďaĐk͛   
͞so that ǁheŶ people tuƌŶ ƌouŶd ͚oh Ŷo͛ I didŶ͛t kŶoǁ aďout this. Well, aĐtuallǇ Ǉou did 
because on such and suĐh a date. “o its ƌeallǇ ďeeŶ foƌ ŵǇ oǁŶ safetǇ.͟ (MM3:3) 
This scenario demonstrates the importance of not just a clarity re levels of authority, but 
an appropriate balance with the requirements of responsibility and accountability. It 
also clearly shows, the iŵpaĐt oŶ aŶ iŶdiǀidual͛s ďehaǀiouƌ, ǁhiĐh if ƌepeated too ŵaŶǇ 
times, would have a negative impact on the morale and performance of the MM and 
undermine the credibility with which she viewed senior managers. The opposite of what 
the organisation would want to happen. 
 
6.4.2 Authority and the trust leadership and empowerment programme 
The primary leadership development programme invested in by the Trust is Leading an 
Empowered Organisation (Manthey & Miller 1994) and it has a specific section on 
͚authoƌitǇ͛ aŶd the iŵpoƌtaŶĐe of ďeiŶg Đleaƌ hoǁ ŵuĐh authoƌitǇ oŶe has ǁheŶ 
accepting responsibility for a task and therefore for making the decisions associated 
with that task. Similarly, when allocating a task and delegating responsibility, the 
programme states that it is equally important to be clear both for yourself as a leader 
and for the person you are delegating to that the level of authority for decision making 
is both clear and commensurate to the task responsibility and accountability. 
However, the MMs did not refer to or demonstrate through their scenarios that they 
actively used or consciously thought about the model of authority endorsed by the 
Trust, not even in the occasional situations where there was some dissatisfaction. This 
would suggest that despite an organisational commitment to the Programme, this 
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simple framework had not moved from the classroom to being applied in the workplace. 
There are numerous frameworks within the three day Programme, many of which have 
considerably more time spent on them than is allocated to this section on levels of 
authority. As a result, it would appear that this section does not make the same impact, 
either individually or organisationally and the learning is not retained and applied in the 
workplace. In theiƌ disĐussioŶ of West͛s ;ϭϵϲϲͿ ǁoƌk oŶ teaĐhiŶg, Fƌeshǁateƌ aŶd Bishop 
(2004,p.104) succinctly summarise some of the challenges of teaching professionals, 
two of which are relevant to this issue of the MMs appearing to forget about the model 
of authority that they had all been introduced to - ͞Ŷot all that is taught is leaƌŶed͟ aŶd 
͞of that ǁhiĐh is leaƌŶed, ŵuĐh is ƋuiĐklǇ foƌgotteŶ.͟  
 
Summary 
It is clear from the data that the MMs feel supported by senior managers and that in 
general they have the level of authority they need to make decisions, implement them 
and have them supported. There is clarity that the one area where their authority is 
sometimes restricted is in regards to financial issues when they would be expected to 
seek approval before making a decision that had significant financial resource 
commitments attached to it. Interestingly this clarity has not been applied more 
generally to authority levels, even though they had all attended the LEO programme. 
This might be because it is a 3 day programme covering a wide range of strategies and 
techniques and unless the authority section is re- enforced outside of the programme, it 
could be lost amongst other content. If the authority section was actively followed up 
on by the organisation through workshops, supervision, demonstrating it in practice, 
then the MMs might proactively address the importance of maintaining a balance 
between levels of authority, responsibility and accountability, both when they are 
accepting decision making responsibility and when they are delegating it to staff. 
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6.5 Organisational Context   
The environment in which the MMs work and the study was conducted is clearly 
relevant to the research findings. There are a number of features of the host 
organisation that can be identified as factors that in this study have generally assisted 
the MMs in their decision making. These factors include organisational performance, 
structure, a culture of empowerment and the staff development strategy. 
 
6.5.2 Host Organisation 
The Trust is recognised as a high performing NHS organisation. At the beginning of the 
study it was a 3 star Trust and has since progressed to become a Foundation Trust. It is 
also a ͚deŵoŶstƌatoƌ site͛ foƌ the DepaƌtŵeŶt of Health aŶd has ǁoŶ a Ŷuŵďeƌ of 
awards for different aspects of its performance. 
It was a deliberate decision to base the study in a strong organisation because the goal 
was to investigate, from the perspective of MMs, how they made decisions. Whilst 
finding out about organisational factors that hinder decision making was important, it 
was not the primary goal. The concern of basing the study in an organisation that was 
not recognised as being a high performer was that the data could become overly 
dominated by negative organisational factors at the expense of understanding and 
being able to identify the MMs decision making strategies.  
 
6.5.3 Organisational structure and culture 
Because of the history of the organisation being two organisations split over two large 
hospitals in two different towns, this study has been able to identify, in part, the impact 
of two different organisational cultures on the decision making strategies used by MMs. 
One organisation (organisation 1) had established a philosophy of staff empowerment 
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as a key organisational driver some time before the merger. The other site, organisation 
2, did not have a stated commitment to establishing a culture of empowerment.  
The majority (seven out of nine) of the MMs who participated in the study originally 
worked in organisation 1 and approximately 75% of all of the MMs appointed had also 
originally worked in organisation 1. The observations from the MMs regarding the 
challenges they faced when they first gained responsibility for the second site, originally 
part of organisation 2 suggests that organisational context and culture is very important 
to MM decision making and that a commitment to the principles of empowerment 
helps. It means that supportive words are translated into supportive processes and 
procedures, such as access for all staff to transformational based leadership 
programmes or forums for accessing and talking to members of the Trust Board. 
The host organisation continued the commitment of Organisation 1 to empowerment 
and made a significant investment in leadership development. Over time, this involved 
taking the whole integrated organisation, clinicians and support service staff through 
the three day programme, Leading an Empowered Organisation. This programme was 
the ďedƌoĐk of the oƌgaŶisatioŶ͛s stƌategǇ of estaďlishiŶg a Đulture of empowerment 
aŶd deĐeŶtƌalised deĐisioŶ ŵakiŶg ǁithiŶ “eŶge͛s ;ϭϵϵϰͿ ĐoŶĐept of a ͚leaƌŶiŶg 
oƌgaŶisatioŶ͛ ;Host OƌgaŶisatioŶ͛s Tƌust stƌategǇ doĐuŵeŶt Feď, ϮϬϬϮͿ. Theƌefoƌe it ǁas 
also important to the scope of the role of the Modern Matron and how that role was 
viewed within the organisation. Barriere et al ;ϮϬϬϮͿ ĐleaƌlǇ ideŶtifǇ ͞the iŵpoƌtaŶĐe of 
aligning the internal structures and processes of an organisation to match the 
ĐhaƌaĐteƌistiĐs aŶd deŵaŶds of the eǆteƌŶal eŶǀiƌoŶŵeŶt͟, highlighting the 
vulnerabilities that can arise in an organisation when internal mechanisms are not 
aligŶed oƌ Đoŵpatiďle ǁith the eǆteƌŶal eŶǀiƌoŶŵeŶt.͟ This is aŶ iŵpoƌtaŶt poiŶt aŶd 
relates back to why the Department of Health (2000) issued guidance regarding the 
implementation of the role of the MM and the need for relevant supporting 
oƌgaŶisatioŶal stƌuĐtuƌes IŶ this iŶstaŶĐe, theƌe is aligŶŵeŶt. The oƌgaŶisatioŶ͛s 
commitment to staff empowerment and decentralised decision making is consistent 
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with the direction being set by the Department of Health. The Leading an Empowered 
OƌgaŶisatioŶ Pƌogƌaŵŵe that is the ĐeŶtƌe pieĐe of the oƌgaŶisatioŶ͛s stƌategǇ ǁas also 
part of the national leadership strategy for Nurses and Allied Health Professionals. In 
addition, the MMs have two lines of reporting and accountability; managerially to the 
Head of the Directorate that they are attached to and professionally to the Director of 
Nursing. This is important as it underlines the importance of both the managerial and 
professional leadership accountability of the role and the decision making 
responsibilities that go with it. The value of this organisational commitment to 
empowerment is further supported by Lachinger and Finegan (2005) who, in a meta 
analysis of studies of nurse empowerment, explicitly link structural empowerment, to a 
number of factors, one of which is the level of nurse participation in organisational 
decision making. This provides further evidence that the host organisation is achieving 
its commitment to being an organisation that supports decentralised decision making 
and empowerment. Not only are these nurses experiencing that philosophy in their 
roles as MMs, as most of them were working in the organisation prior to becoming 
Modern Matrons, they have experienced and worked within the culture for some time. 
As disĐussed iŶ seĐtioŶ ϲ.Ϯ, ͚tƌust͛ is aŶ iŵpoƌtaŶt ĐoŵpoŶeŶt of Đƌedibility for the MMs. 
However, it is equally important for the organisation to demonstrate it as part of 
establishing its own credibility.  One way of doing so is to ensure its philosophy and 
structures are aligned, as outlined above. The result, suggests Mishra and Morrisey 
(1990) is a genuine culture of empowerment and decentralised decision making which 
results in greater worker involvement in decision making which in turn enhances trust 
and so helps to establish the credibility of the organisation with both its staff and those 
outside.  Laschinger et al (2002) expand on this by linking staff feelings of trust and 
confidence to a work environment that supports staff acting on their expert judgement 
and by providing them with the commensurate authority. The findings would suggest 
that iŶ this studǇ, the host oƌgaŶisatioŶ͛s stƌuĐtuƌes aŶd Đultuƌe haǀe faĐilitated feeliŶgs 
of trust, confidence and empowerment and as a result credibility between the 
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organisation and the MMs, all of which support them in their leadership and 
management decision making. 
 
6.5.4 Staff Development 
The Trust has a comprehensive range of staff development courses displayed graphically 
as a ͚ŵap,͛ to ŵake theŵ easǇ to see aŶd to uŶdeƌstaŶd hoǁ aŶd ǁheƌe theǇ 
interconnect. There is a general principle that for generic topics such as leadership, 
courses should be open to anyone and actively recruit mixed groups that will include a 
range of clinicians and non clinicians. This is to foster a culture of shared learning and 
shared understanding across professions and sectors within the organisation.  
The MMs cited five core, internal training and development programmes that the host 
Trust runs and which they had access to. These include:  
1. Leading an Empowered Organisation (LEO) – a three day programme  
2. Flexible Thinking – 2 day programme 
3. Leadership Effectiveness Analysis (LEA) – a two day 360° individual leadership 
diagnostic and feedback programme 
4. Critical Incident Training – one day training programme 
5. MM development programme – 3 ½ day workshops looking at operational and 
strategic issues to help prepare the Modern Matrons coming into post  
 
The first two programmes are listed by the host oƌgaŶisatioŶ as ďeiŶg paƌt of its ͚Đoƌe͛ 
training and development package. The first programme all staff are required to attend, 
the second is open to anyone and staff are encouraged to attend. As part of their 
preparation and development as MMs, they are all required to attend programmes 
three to five, but not in any specific order. The five programmes highlighted all focus on 
applied learning and the intention is that the participants apply the learning and 
techniques that they have acquired from the programmes back into the workplace. To 
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help with that process, the Trust has trained up internal trainers to deliver the 
programmes (rather than relying on external consultants and facilitators). This is 
relevant for two reasons: 
1. it demonstrates the organisations commitment to the long term running of the 
programmes 
2. it helps to develop internal capability and capacity and helps to promote a sense 
of confidence and self reliance within the organisation. 
The decision making framework that has been developed from this study will be offered 
as the basis of a comprehensive decision making toolkit to all MMs within the Trust. 
 
6.5.5 Modern Matron feedback on the organisation 
There was no overt criticism by the MMs of the host organisation. This was apparent at 
the end of the first stage of analysis. When given the opportunity to comment on, or 
clarify the initial findings, they were generally in agreement with the analysis that the 
culture and behaviour of the organisation was supportive of them in regards to their 
roles as MMs and decentralised decision making. There is the occasional example of 
mild dissatisfaction, but mainly in relation to an individual as opposed to a more 
generalised comment about the organisation. This would appear to be positive, but it is 
unusual and therefore important to explore whether there are any other factors other 
than being happy with the organisation that they work for. 
This lack of critical feedback could be because of four main factors: 
1. They were concerned that any negative comments might be fed back to the 
senior management team and be attributable to individual MMs – this is unlikely 
as within the study information sheet and during the recruitment phase, there 
were clear statements relating to participant confidentiality and that MMs would 
be able to review and comment on any summary report before it was submitted 
to the Director of Nursing. In addition, a few of the MMs did make reference to 
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the oĐĐasioŶal iŶĐideŶt ǁheŶ theǇ had felt ͚hiŶdeƌed͛ iŶ theiƌ deĐisioŶ ŵakiŶg ďǇ 
particular individuals, which one would anticipate would be a more risky 
disclosure than commenting on the Trust as a whole. 
2. All of the participating MMs had been recruited to their roles from within the 
organisation, (this was true for all of the MMs in post at the time of the study).  
They all reported being approached and encouraged to apply for the post that 
they now held and therefore it is likely that they would feel a strong sense of 
loyalty to an organisation where with active encouragement they had been able 
to develop their careers. In addition, seven of the nine originally worked on the 
hospital site that had taken a pro-active approach to Leadership Development 
and an organisational culture of empowerment and decentralised decision 
making prior to the ͚ŵeƌgeƌ͛ of the tǁo hospital sites. Therefore, these MMs 
would have had more exposure to and experience of the principles and culture 
of decentralised decision making. 
3. The study participants were MMs who had chosen to participate and therefore 
may have been individuals who were particularly happy with the organisation 
which was why they were willing to participate in the study. There were no overt 
ƌefusals to paƌtiĐipate iŶ the studǇ. Hoǁeǀeƌ, the MMs ǁeƌe iŶǀited to ͚opt iŶ͛  
to the study and therefore it is possible that any MM who may have expressed 
dissatisfaction with the organisation chose not to participate. 
4. The Trust has an established track record of both signing up to and implementing 
the principles of empowerment as an organisational priority and therefore any 
͚Ŷiggles͛ aƌe seeŶ iŶ the ĐoŶteǆt of a positiǀe ǁideƌ piĐtuƌe 
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Summary 
As a result of basing the study in a high performing organisation and the subsequent 
lack of critical feedback from the MMs, what has emerged are the positive 
organisational factors that support decentralised decision making. It could be inferred 
that some of the hindering factors will be the opposite or absence of the positive factors 
(and there was some evidence of this in the history of the two sites and two 
organisations before the merger) but there may also be other factors that have not 
come to light in this study. The principal supporting organisational factors include, for 
example: 
 An organisational commitment to a philosophy of empowerment and 
decentralised decision making  The philosophy delivered in observable staff behaviours throughout the 
organisation – eg: encouraged to get involved in decision making, staff ideas 
listened to and acted upon  A robust staff development programme whose content reflects the principles of 
empowerment and a learning organisation  Appropriate role recognition (position power) - The Trust was an early 
implementer of the role and showed their commitment to the role by creating 
twenty posts, graded at an H (some Trusts grade their Modern Matrons at a 
lower level), with clear role descriptions, and significant levels of responsibility 
for out of hours services. 
 
One potential hindering factor that will be discussed in next section is the lack of any 
organisational supported forums or systems to support the MMs in engaging in a 
process of active reflection on their performance in the role which could then include 
their decision making 
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6.6  Reflection  
Reflection and reflective practice is a core nursing activity and viewed as both an 
expectation and a requirement of being a registered healthcare professional. However, 
there is a dichotomy between the MMs saying that reflection is an important 
component of the decision making process and yet there not appearing to be any 
formal, structured time for it to occur. This section will look at reflection in the context 
of organisational structures and the type of reflection occurring within individual 
examples of reflective decision making and discuss its relevance to the practice of 
decentralised decision making. 
 
6.6.1 Reflection and the organisation 
As has been discussed, the MMs do not formally organise any time for reflection, relying 
on ad hoc opportunities, and the same is true for the organisation. There is a 
supervision policy for all nurses at G Grade level and below, but not for H Grades and 
above.  Senior staff are encouraged to engage with a mentor, but only one of the MMs 
had done.  All staff are expected to participate in an annual appraisal and whilst this 
might lead to some reflection it is not its core purpose and an annual event does not 
happen in a timely manner to support reflective practice. There is nothing specific in the 
Trust guidelines for the role of MM specifying the need for regular, structured time or 
space to reflect on their performance in the role. This is important as Bal et al (2008) 
identify a lack of time to learn and to think as a significant organisational inhibitor on 
leaders effectively using their power bases. Learning through reflection should be an 
integral staff activity for an organisation that is aspiring to meet the criteria of a 
͚leaƌŶiŶg oƌgaŶisatioŶ.͛ The apparent absence of organised time for reflection would 
appear to be an example in this organisation where the organisational structure is not in 
alignment with the strategic commitment to the role of MM and the espoused 
organisational philosophy of empowerment.  
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This lack of structured time is a missed opportunity as the dissonance that can arise 
ďetǁeeŶ a ͚theoƌǇ of aĐtioŶ͛ ;iŶ this iŶstaŶĐe that ƌefleĐtioŶ is iŵpoƌtaŶtͿ aŶd a ͚theoƌǇ 
iŶ use͛ ;the laĐk of sǇsteŵs aŶd pƌoĐesses to suppoƌt it happeŶiŶgͿ has the poteŶtial to 
generate very powerful insights and learning. However, generally, the process needs 
facilitating. At the very least by the MM having time ring fenced for reflective activity 
and more generally in some designated shared space and time with one or more other 
people.  The current ad hoc approach is succinctly reflected by MM 4 who, when talking 
about taking on the role of the Modern Matron said,  
 ͞I͛ǀe just soƌt of piĐked up the ƌole aŶd ƌuŶ ǁith it. A little ďit of it ǁas saǇiŶg to people 
like ŵǇ liŶe ŵaŶageƌ ͚is eǀeƌǇthiŶg okaǇ?͛ aŶd the aŶsǁeƌ ďeiŶg ͚ǁell, if it ǁasŶ͛t Ǉou 
ǁould kŶoǁ, ďut Ǉou aƌe doiŶg aŶ okaǇ joď.͟ (MM 4:14) 
Here, the MM recognises that she is new to the role and reflecting that there were 
maybe things that she could improve on is asking for feedback. The manager misses an 
opportunity to engage with her and invite her to reflect on her performance and what 
has gone well and what has been more challenging to then have a more detailed 
discussion with her. Instead, the Modern Matron receives a bland ͞Ǉou aƌe doiŶg aŶ 
okaǇ joď͟ aŶd that if she ǁasŶ͛t she ǁould soon know. Whilst the MM was happy 
enough with the reply that she received, it was not one that was in keeping with the 
oƌgaŶisatioŶ͛s stated ĐoŵŵitŵeŶt to the pƌiŶĐiples of eŵpoǁeƌŵeŶt aŶd a leaƌŶiŶg 
organisation. If the manager had engaged with the MM and asked why she was asking 
or what specifically she wanted feedback on, they may have uncovered issues around 
iŶduĐtioŶ aŶd ƌole ĐlaƌitǇ, ďoth of ǁhiĐh aƌe also eŵďedded iŶ the MM͛s fiƌst seŶteŶĐe. 
These are both issues that would impact on MM decision making, particularly one that 
was new in post.  
 This MM returns to the issue of feedback and demonstrates an openness to reflection 
and possibly changing behaviours as a result 
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 ͞The LEA, I ǁould like to do that agaiŶ ďeĐause it ƌeallǇ does giǀe Ǉou a ŵaƌkeƌ iŶ tiŵe 
of how you are perceived and then you can sort of amend soŵe of Ǉouƌ ďehaǀiouƌs͟ 
(MM 4:21) 
However, she did not follow this up by articulating any plans as to when she might ask 
to do the LEA (a 360°feedback appraisal on 22 leadership behaviours) again and so 
activate a process of structured and facilitated feedback and reflection. 
 
6.6.2 Types of reflection 
A number of times in the transcripts, the MMs talk aďout ͚phoŶiŶg a fƌieŶd͛ aŶd ͚ƌuŶŶiŶg 
a plaŶ oƌ aŶ idea͛ past soŵeoŶe else, Ŷot foƌ peƌŵissioŶ ďut to heaƌ soŵeoŶe else͛s 
opinion and feedback which may support or conflict with the MMs͛ iŶteŶded aĐtioŶs. 
What these strategies do is create the opportunity or space for the MMs to reflect and if 
appropriate take a different decision.  It could be argued that those MMs ǁho ͚phoŶe a 
fƌieŶd͛ aƌe iŶ faĐt iŶǀitiŶg in an outsider view to share his or her insight on an important 
decision making issue (Bazermann 2002,p.156). One scenario where the MM does not 
describe speaking to anyone else about the situation that she was facing is MM 3 and 
the non traditional uniform scenario.  
In this instance, it is not possible to establish the effectiveness or otherwise of the MM͛s 
approach to this decision making scenario. However, it is clear that the transactional 
leadership style that she adopted was not consistent with the organisational philosophy 
of transformational leadership, empowerment and decentralised decision making. 
DuƌiŶg the iŶteƌǀieǁ, The ƌeseaƌĐheƌ asked ͞oŶ ƌefleĐtioŶ, ǁould Ǉou do aŶǇthiŶg 
diffeƌeŶtlǇ?͟ MM replied ͞Ŷo, I ŵight haǀe ŵade the deĐisioŶ sooŶeƌ, ďut Ŷot ƌeallǇ Ŷo.͟ 
The MM was not aware of the incongruity between her account of the scenario, her 
strategies for reaching the decisions she did and her espoused belief regarding the 
principles of empowerment and the clear organizational commitment to establishing a 
Đultuƌe of eŵpoǁeƌŵeŶt. IŶǀitiŶg aŶ ͚outsideƌ͛s͛ ǀieǁ ŵaǇ have prompted the MM to 
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explore alternative approaches. Some structured time for facilitated reflection may have 
enabled her to recognise the contradiction and explore in more detail, her thinking and 
actions and their consequences. 
The literature (Freshwater et al 2008; Argyris and Schon 1974) discusses the theory of 
single and double loop learning and in some of the scenarios described, there is 
evidence that the MMs have engaged in double loop learning. They have reflected on 
their own and in their own time (often after the event) and been able to explore and 
recognise the factors that led up to the decision making situation that they faced, the 
range of possible decisions that they could have taken and the resulting reactions from 
the actual decision they made. However, due to the reliance on self generating episodes 
of reflection, there were also scenarios where the MM did not demonstrate that they 
fully appreciated the complexity of the situation and the decisions they were making 
and their consequences. This is evident in the scenario where MM 1 had a patient 
removed by the police. In her account of the situation, the MM only demonstrates 
single loop learning because she seems to focus on the implications for staff and does 
not appear to explore the difficulties or implications the situation and her decision may 
have raised for either the person being forcibly removed or the member of the pubic 
who was so angry about what they were observing and what the situation looked like 
from their point of view. 
To demonstrate double loop learning, the MM would need to have spent more time 
exploring and understanding the perspective of the person removed by the police – the 
MM had position power and authority over the individual, the person involved may 
have felt powerless and coerced which could have been contributing to their behaviour. 
The member of the pubic might have needed some support to deal with the distress 
they felt at the action taken or they might have gone to the newspapers. None of this 
was actively considered or explored, either during the situation itself or afterwards. 
Similarly, MM 3 does not display any double loop learning in relation to the scenario 
involving the wearing of non-traditional uniforms. Her decision making is quite linear 
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and does not appear to take into account the range of possible staff reactions to the 
decisions she made or to consider other options other than the one she proposes. 
Taking time out to reflect or even being required to take time out to reflect appears to 
diminish with seniority in healthcare. For some of the MMs in this study they said it was 
the first time they had actively and constructively reflected on some of the scenarios 
they cited (although for a few they had thought about them a lot). This parallels the 
findings of a study by Fish and Coles (1998,p.290) looking at the area of professional 
judgeŵeŶt iŶ healthĐaƌe ǁheƌe theǇ fouŶd that ͞ŵost pƌofessioŶals do Ŷot haǀe the 
opportunity in the course of their daily practice to look in depth at what they do 
ƌoutiŶelǇ aŶd ƌesolǀe its ĐoŵpleǆitǇ.͟  As a ƌesult, theiƌ studǇ paƌtiĐipaŶts ǁeƌe 
suƌpƌised to disĐoǀeƌ ͞that theiƌ pƌofessioŶal aĐtioŶs ;the deĐisioŶs aŶd judgeŵeŶts that 
they made) were determined more by their own personal theory – their values, beliefs, 
assumptions and expectations – thaŶ ďǇ the foƌŵal theoƌǇ͟ that theǇ had ďeeŶ eǆposed 
to. In other words, like the MMs in this study, much of what they did was informed 
more by their experience and personal heuristics than formal learning. The issue this 
raises is to what extent the MM are aware of and understand their own personal theory 
and its influence on their decision making. Verklan (2007,p.173) suggests that people do 
Ŷot haǀe ͞aďsolute kŶoǁledge of theŵselǀes͟ aŶd theƌefoƌe aƌe ofteŶ Ŷot aǁaƌe of ǁhǇ 
they think and behave as they do or how that behavior is perceived and experienced by 
others. In analysing this issue, Luft (1969) developed the Johari WIndow which 
represents personal awareness as four quadrants. Two quadrants addresses things that 
͚aƌe Ŷot kŶoǁŶ to self͛ aŶd he Đalls theŵ the ͚aƌea of uŶkŶoǁŶ aĐtiǀitǇ͛ aŶd the ͚ďliŶd 
aƌea.͛ The phƌase ͚ďliŶd aƌea͛ suggests poteŶtial foƌ ƌisk aŶd theƌefoƌe haƌŵ aŶd is 
expanded upon by Fish and Coles (1998) through the metaphor of an iceberg.  
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 Figure 12: Understanding and Awareness (Fish and Coles 1998) 
         
 
 
 
 
 
 
 
The small part of the iceberg that is above the water line relates to the visible side of 
what a healthcare professional does and what the people around them observe. The 
ǁateƌ leǀel ƌelates to the iŶdiǀidual pƌofessioŶal͛s uŶdeƌstaŶdiŶg aŶd aǁaƌeŶess of ǁhat 
they are saying and doing, how they are doing it and why. Sometimes a person operates 
just above the water level and does understand and at other times, they are just below 
the water level and maybe not fully cognisant of the contributing factors that resulted in 
them deciding to do x or y. It is the times when people are operating just below the 
water level that decision making frameworks and principles can have a significant 
iŵpaĐt ďǇ pƌoǀidiŶg a stƌuĐtuƌe to assist people. IŶ his studǇ of ͚poǁeƌ͛ Luke ;ϮϬϬϱ:ϱϯͿ 
suggests that ͞theƌe aƌe a Ŷuŵďeƌ of ǁaǇs of ďeiŶg uŶĐoŶsĐious of ǁhat oŶe is doiŶg. 
One may be unaware of what is held to ďe the ͚ƌeal͛ ŵotiǀe oƌ ŵeaŶiŶg of oŶe͛s aĐtioŶ 
(as in standard Freudian cases). Second, one may be unaware of how others interpret 
oŶe͛s aĐtioŶs. Thiƌd, oŶe ŵaǇ ďe uŶaǁaƌe of the ĐoŶseƋueŶĐes of oŶe͛s aĐtioŶs.͟ This is 
important in relation to decision making and the ability of the MMs to raise their level of 
consciousness in the three areas to on or above the waterline of the iceberg in order to 
be able to think through and to be able to make more informed assessments of the 
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likely impact and outcomes of a decision by reducing the risk of being unaware of 
potential consequences. If either MM 1 or 3 in the scenarios identified in this section 
had actively reflected with someone, in a structured manner on the scenarios they 
described, they may have considered their role in the scenario more fully along with the 
possible wider or unanticipated impact of their decisions. 
It is this area also, where heuristics can play such an influential role. Sometimes people 
are aware of their heuristics and the impact they have on their thinking processes which 
in turn influences the decisions that they take. However, very often the heuristic is 
below the water line and people are not aware until you ask them to describe 
something or explain a decision or course of action that they have taken. It is that 
process of reflection and explanation that can move a heuristic from below the water 
line to just above it and continuing with the metaphor of an iceberg, thereby make it 
visible and reduce the risk of damage. Bazermann (2002,p.ϭϱϮͿ suggests that ͞soŵe 
researchers believe that the process of improving judgement will occur naturally as 
iŶdiǀiduals ƌeĐeiǀe feedďaĐk aďout theiƌ past deĐisioŶs.͟ Whilst this ŵaǇ ďe tƌue, aŶd is 
in part evidenced by this study as clearly the MMs have learnt through experience, it is a 
passive approach to developing a skill as opposed to the active engagement with 
reflective practice that would be expected of a MM and any registered healthcare 
professional. 
Through their engagement in this studǇ͛s ϭ:1 interviews, the MMs have in effect 
engaged in a process of reflection-on-action. They have been asked to identify real life 
decision making scenarios that they have experienced and describe their decision 
making processes and actions in that situation. Recalling a situation is not in itself 
reflection, but their engagement with the recollection and their response to the 
exploratory questions that followed in many instances did demonstrate reflection-on-
action. As Argyris and Schon (1974,p.12) ideŶtifǇ, ͞leaƌŶiŶg a theoƌǇ of aĐtioŶ so as to 
become competent in professional practice does not consist of learning to recite the 
theory; the theory of action has not been learned in the most important sense unless it 
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ĐaŶ ďe put iŶto pƌaĐtiĐe.͟ This is important in regards to addressing the issue of 
reflection as an important component of decision making.  
‘efleĐtioŶ iŶ oƌdeƌ to iŶĐƌease self aǁaƌeŶess ƌegaƌdiŶg oŶe͛s thiŶkiŶg aŶd aĐtioŶs iŶ 
relation to different decision making scenarios is clearly a desirable practice for MMs 
taking on increased levels of decision making. At present, although recognised as an 
important behaviour in effective decision making, both the MMs and the organisation 
seem to have an unstructured and ad hoc approach to the practice of reflection. It is an 
area where the organisation could improve its structural alignment by more actively 
establishing processes and forums that both support and expect regular and active 
reflection by the MMs. Likewise, the MMs could be expected to take personal 
responsibility, as required in their nursing professional code of conduct, to be more 
proactive in reflecting on their decision making and whether their knowledge and 
practice of that is as good as it is for clinical procedures. 
 
6.7 Conclusions 
Being an effective decision maker is clearly an essential facet of both the MM and other 
leadership roles within a healthcare organisation. It is not, however, one that the MMs 
in this study find easy to describe. This could be because they have become 
unconsciously competent in this area. More likely is that as one or two of them 
ideŶtified, it ǁasŶ͛t ƌeallǇ soŵethiŶg that theǇ had thought aďout or reflected on. As 
demonstrated by this study, the MMs in this study have developed a variety of decision 
making strategies that they use and some of those are similar in nature to recognised 
decision making steps within the literature. These strategies appear in the main to have 
emerged through clinical experience and been applied to leadership and management 
decision making situations. There is scope to add value to this experiential learning by 
establishing a more structured approach to educating the MMs about the principles and 
practices of leadership and management decision making and in particular some key 
concepts that underpin those practices and support effective decision making. To help 
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address this, a model has been constructed that encapsulates the principle outcomes 
from this study in a visual format and directs the reader to the key learning points. 
The literature review and study findings suggest that currently, there is no 
 recognised decision making framework that the MMs consciously use to support 
them in their leadership and management decision making 
 readily available framework that is pertinent to MM leadership and management 
decision making 
Instead, there are a range of practical strategies arising from their clinical training and 
experience that they appear to have developed and adapted at an implicit level to meet 
the leadership and management demands of their role. Any new learning that they have 
had either through specific preparation for the role of MM or through experience in the 
role has been integrated with their existing knowledge. The framework that has been 
developed is relevant to the new learning and understanding that MMs need in relation 
to the leadership and management decision making requirements of their role. 
Whilst the study set out to identify the decision making strategies of MMs, what has 
emerged is that knowledge or use of specific strategies is only one component of 
decision making in relation to leadership and management scenarios. To be effective, a 
MM employs a much wider range of behaviours that help them with this type of 
decision making. Individual strategies can be used and applied, but the real skill is in 
understanding the broader context and how to establish and develop a range of more 
subtle, but important factors that will facilitate effective decentralised decision making 
and the use of specific decision making strategies.  
This Framework provides an holistic approach to decision making that addresses not just 
the process of decision making in relation to individual scenarios but the broader 
stƌategiĐ ĐoŶteǆt of faĐtoƌs that ĐoŶtƌiďute to ďoth aŶ iŶdiǀidual͛s aďility and an overall 
culture of effective decentralised decision making. It integrates the findings of this 
research study with established decision making and leadership literature to illustrate 
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and reflect the complex nature of MM leadership and management decision making in 
this study. 
Figure 13: Framework for Effective Leadership and Management Decision Making 
 
 
 
 
 
 
 
 
 
The visual layout of the model demonstrates the interconnectedness of the three 
concepts of Credibility, Power and Authority and their pivotal role at the centre of 
effective leadership and management related decision making. Decision making 
frameworks and the steps within them can be taught, as with clinical decision making. 
However, it is the other five aspects of the framework that are far more complex and 
require significantly more insight, understanding and skill for someone to be able to 
consistently take good decisions and honestly appraise their performance. 
The study set out to identify and describe: 
 MM decision making strategies 
 The factors that help or hinder MM decision making 
Power Authority 
Credibility 
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What has emerged is a model of leadership and management decision making for the 
MMs in this study showing the inter relationship between the knowledge of specific 
decision making strategies with a range of influencing factors that can help or hinder the 
MM in the actual practice of decision making. 
The following section provides a succinct overview of each of the individual components 
of the model, begining with those concepts at the centre of the model and working 
outwards. 
Credibility is an essential component of the MM role. The Department of Health 
guidance states that the post holder will require clinical credibility. This is true, but in 
relation to the broader leadership and management aspects of the role, they need to 
estaďlish a ďƌoadeƌ ĐƌediďilitǇ ďase. CliŶiĐal ĐƌediďilitǇ is iŶ paƌt ƌooted iŶ ͚eǆpeƌt poǁeƌ͛. 
Similarly, Leadership and management credibility is also rooted in expert power and 
therefore to establish credibility a Modern Matron needs to establish their leadership 
and management credentials. Clinical credibility does not automatically confer 
leadership and management credibility. The latter has to be demonstrated and earned 
in order to carry resonance. Despite effective decision making being a core leadership 
and management skill, MMs have not generally considered how to plan and actively 
develop their knowledge and abilities in this area.  
Understanding the level of authority an individual has for a particular decision is an 
important component of effective decision making and when allocated appropriately 
potentially empowering for staff. However, as previously discussed, a lack of clarity can 
not only lead to confusion, it can cause resentment and stress for the individual 
concerned. The role of MM is a complex one. In this study, they work across two 
hospital sites managing one clinical speciality and regularly carry out of hours 
responsibility for the entire service on one site. They need to be clear about the level of 
authority they have for different aspects of their role and to be confident that there is a 
shared understanding with the organisation about the different levels and why they 
exist. An appropriate level of authority for a particular task contributes to the degree of 
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credibility that someone is perceived as having. Similarly, the MMs also need to be clear 
with staff that they are delegating to what level of authority is being given to the task, to 
ensure clarity and that the level of authority being agreed is commensurate with the 
degree of responsibility and accountability associated with the task.  
Power is a well established concept within the nursing leadership literature and the 
principles of transactional and transformational leadership are rooted in where an 
individual͛s poǁeƌ ďase Đoŵes fƌoŵ, theiƌ positioŶ oƌ thƌough ǁho theǇ aƌe, ǁhat theǇ 
know and how they behave as a person. In this study, power is more diffuse and 
generalised than authority. It is the outcome or result of other factors, such as the 
relationships established with key people or the networks of contacts that can be called 
upon for advice, information or support when facing a difficult decision. The learning for 
MMs is to firstly recognise the value of spending time increasing their power base and 
then to understand what steps they can take to do that. Understanding and knowing 
how to implement the small practical steps that facilitate strong networks and 
relationships is an important skill for the MM as it enables them to call on a wider range 
of expertise and experience to support them in making good decisions. The notion of 
͚poǁeƌ͛ as aŶ outĐoŵe of otheƌ ďehaǀiouƌs is suppoƌted iŶ this study through the MMs͛ 
references to empowerment. There is a recognition that they can do things to help 
create an environment such as putting supportive systems in place, giving people the 
authority to be able to take on expanded roles and run new projects where people can 
Đhoose to eŵpoǁeƌ theŵselǀes ďut that theǇ ĐaŶ͛t aĐtuallǇ eŵpoǁeƌ people. 
Empowerment is a self-generating feeling and behavior that can be fostered but not 
made to happen. To empower an individual implies that someone can make them be 
empowered, the opposite of the principle of empowerment which is about an individual 
proactively choosing to do something. 
Another important component of understanding power in relation to decision making is 
how to effectively share it with others so that it positively strengthens the MM͛s 
credibility and in turn their power base to appropriately influence decision making 
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within the organisation. In other words how to create an environment that fosters 
empowerment and encourages staff to develop and take on higher levels of decision 
making. This in turn frees up the MM to address other decision issues. Empowerment is 
at risk of losing its value due to an over use and sometimes mis-use of the term during 
the last decade. It is, however, a concept that is critical to the notion of decentralised 
decision making and therefore as leaders and managers, one that MMs need to 
understand and know what they can do to help establish a culture of empowerment. 
Organisational Context is an important part of the framework in two ways. Firstly how it 
behaves can either help or hinder MMs in their decision making. This is set through the 
strategic vision and implemented through the operational plan and subsequently staff 
behavior. There needs to be a synergy between all three in order to support effective 
decision making. Secondly the attributes of credibility, authority, power and reflection 
are as relevant to the organisation as they are to the individual practitioners. Through 
its actions, the organisation can either enhance or undermine the credibility of the 
MMs. This can happen in part by the level and breadth of authority the organisation 
gives to the role and as a consequence the degree of position power the role is 
perceived as holding. Equally, the organisation has to demonstrate its credibility 
through its policies and behavior being in line with those expected of an organisation 
committed to the role of the MM and effective decentralised decision making. As MMs 
are part of the organisational context they need to understand how, within their circle 
of influence, they can positively contribute to and support a organisation that helps 
effective decision making. Likewise, senior management need to understand their role 
in providing a helping or hindering culture  and what specific steps they can take to 
create a helpful and supportive culture. 
Decision making frameworks. A key difference for the MMs between clinical as 
opposed to leadership and management decision making expertise is that clinical 
decision making knowledge and skills has at some point been taught. This is not the case 
in regards to leadership and management. There may have been some exposure to 
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leadership and management teaching, but generally, MMs adapt/modify their clinical 
decision making experience and strategies to leadership and management decision 
making scenarios. There are a number of useful models from the broader decision 
making literature that MMs would benefit from knowing about. Once understood and 
used, they can provide the same supportive structure as clinical decision making 
models. They do not replace expertise or remove the scope for intuitive judgement. 
Instead, as with clinical decision making frameworks that are well established and 
accepted they provide a point of reference and therefore, if required, guidance. 
Reflection and reflective practice is a core nursing behaviour that all of the MMs will 
have engaged in throughout their nursing career in regards to clinical decision making. It 
is probably why they identified reflection as an important factor in decision making, but 
as demonstrated by the scenarios they chose to describe, not necessarily a behaviour 
that they proactively incorporate into daily decision making practice. The purpose of 
reflection is increased self awareness (Freshwater, 2008,p.5) in order to be more aware 
of oŶe͛s thiŶkiŶg aŶd ďehaǀiouƌ aŶd hoǁ that iŵpaĐts upoŶ the deĐisioŶs Ǉou make and 
how they are received and then implemented, both by individuals and when 
appropriate, the organisation. The challenge is how best to support that behavior and 
process at both an individual and organisational level to ensure that it is happening.  
 
6.10 Summary of study outcomes and contribution to professional knowledge 
This study set out to understand how MMs make leadership and management related 
decisions within a generalised context of decentralised decision making and what 
factors helped or hindered them in that process. Whilst the introduction and the impact 
of the role of MM had been researched and written about, this is the first time this 
important aspect of the role has been studied. A number of findings have emerged that 
are relevant to the role of the MMs in this study and contribute to their understanding 
of their leadership and management decision making. These are summarised below. 
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Decision making strategies and processes 
 The MMs have idiosyncratically developed their own strategies and in the 
absence of any formal learning, on occasions appear to transfer and apply some 
clinical decision making processes to leadership and management situations. 
 There are existing models in the general decision making literature that MMs 
would benefit from being aware of in order to improve their decision making 
processes in leadership and management situations 
 There are three key steps in the decision making literature that the MMs did not 
describe. They are:  
1. Being clear and defining the objective of the decision  
2. Assessing the wider risks and consequences   
3. Evaluating the impact of a decision. 
 Heuristics are an integral part of decision making and an understanding of the 
pheŶoŵeŶoŶ aŶd iŶĐƌeased self aǁaƌeŶess of oŶe͛s peƌsoŶal heuƌistiĐs aŶd theiƌ 
influence on decision making is an important insight of which MMs need to be 
aware of 
 
Helping and hindering factors 
 Decision making processes and models can be learned and applied, but the real 
key to success is the presence of a number of other essential factors. Most of 
these factors have to be expressed through actions over time. In other words, 
the principles and theory can be learned, but it is only when they are applied and 
experienced by others over time that they gain credence and become an asset. 
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This is relevant with respect to the behavior and actions of the individual MM 
and to the ďehaǀioƌ of the ͚oƌgaŶisatioŶ͛ thƌough the stƌuĐtuƌes aŶd pƌoĐesses 
put in place by senior management.  
 The role of the organisation in establishing a culture of empowerment that 
reflects the principles of transformational leadership and within that mileu then 
facilitates decentralised decision making is well recognised. What has emerged 
from this study however, is a greater clarity about four specific factors that 
together, contribute to a culture of transformational leadership, empowerment 
and decentralised decision making. These are credibility, authority, power and 
reflection.  
 There is a significant level of interdependence between each of the concepts. 
The following scenarios provide just two examples. Initially, credibility and 
authority combined confers a level of power on an individual that can be 
personal, position or for the MMs more likely a combination of the two. 
However, in leadership and management situations, without observable active 
reflection and learning in relation to mistakes it is likely that the MM͛s ĐƌediďilitǇ 
will diminish and in turn their personal power base. In contrast, authority and 
position power does not give credibility, it just gives the organisational right to 
make decisions. Without an accompanying level of personal credibility, the risk is 
the individual will have to rely on position power (as opposed to consciously 
choosing to  use it) to get things done, which is characteristic of transactional 
leadership, a style the NHS is trying to move away from.  
 
6.10.3 EstablishiŶg The Fraŵework’s Credibility 
A framework has been established that captures the key findings of the study in a 
graphical format that is easy to read and recall. The framework has been presented: 
 in a feedback session with the MMs in the participating organisation 
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  in lectures on effective leadership to three different sets of Masters level 
students on two different courses, MSc in Advanced Practice and MSc in Health 
Informatics 
 at a university based Phd seminar 
 The feedback has been positive, with both the MMs and the MSc students appreciating 
the value of the key concepts and being able to provide examples of the impact of the 
presence or absence of the concepts in their experiences of leadership and 
management decision making. 
   
6.11 Further Developments 
The initial feedback to the framework has been positive, both when formally fed back to 
the MMs and used with MSc students. It has also been discussed informally with a 
number of academics. The framework has provoked a lively debate around three main 
areas:  
 The challenge of establishing and maintaining leadership and management 
credibility in comparison to clinical credibility 
 The practical steps that can be taken at both an individual and organizational 
level to establish higher levels of credibility, authority, power and self awareness 
through reflection 
 Features that are there in the decision making models from the wider literature 
that can be usefully applied to leadership and management decision making in 
the NHS 
These issues can be summarised as people wanting to know more about each of the 
facets within the framework and what can be done to improve performance, 
paƌtiĐulaƌlǇ iŶ the aƌea of ͚ĐƌediďilitǇ.͛ MMs (and possibly other senior staff) and 
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healthcare organisations would benefit from having a toolkit of concepts, strategies and 
practical steps that they could take and integrate into their decision making practice and 
culture. 
The next stage is to use the framework as the basis for the development of a leadership 
and management decision making toolkit for use within the host organisation for the 
study. The toolkit will address each area of the framework in turn, providing a 
theoretical underpinning to its role and value in decision making, combined with a series 
of practical strategies and examples that can be applied in practice to improve the MM͛s 
competence and confidence and to contribute to the organisational effectiveness. 
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Appendix One                      Search Strategy 
During the course of the study three separate literature searches were undertaken: 
 Jan/Feb 2005– to establish at the beginning of the study what was already 
known about the proposed topic and to establish whether the proposed study 
would contribute anything new and relevant to the understanding and delivery 
of healthcare. 
 Summer 2008 – to identify any new literature and where relevant include in 
order to strengthen the study and ensure it is current in regards to new 
understandings 
 Summer 2010 –  to review any new literature that might be relevant to the study 
and contribute to the understanding and discussion of the findings  
 
Strategy 
Two electronic databases were used Medline and ABI/INFORM GLOBAL. These were 
chosen because Medline is a major healthcare database and ABI/INFORM GLOBAL a 
major database used by the Business Schools, which is where decision making research 
is generally located. Using the search terms identified below, I also searched the library 
catalogues for both the University of Leeds and Northumbria University. 
Search Process and Terms: 
Initially I used the Medline database and searched Modern Matron and Modern 
Matrons  – a subtle difference but some papers were only listed under one of the terms. 
A review of this literature then contributed to the identification of further search terms, 
in particular the study by Read et al (2004) which then (and still) is the largest and most 
comprehensive study of the role of the Modern Matron. This led to the following search 
terms being used: Decision Making, Leadership, Management, Credibility, Authority, 
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Power, Reflection and Organisational Context. The final search term was Decision 
Making Strategies as that was the key Modern Matron action that the study planned to 
explore. 
 Each search term was used individually and then in combination with Modern Matron 
and Modern Matrons in order to ensure an appropriate breadth and depth of searching 
was undertaken. 
As a newly introduced role, Modern Matron(s) was the search term where the literature 
base changed the most during the course of the study as the role became established 
and more studies were conducted.  
 To give an indication of this I have listed the increase in relevant publications that were 
highlighted during the course of the study. 
2005 2008 2010 
22 publications 32 publications 43 publications 
 
ABI/INFORM GLOBAL 
Decision Making research is generally located within University Business Schools and 
theƌefoƌe a ͚ďusiŶess͛ ƌelated eleĐtƌoŶiĐ dataďase ǁas also used to ideŶtifǇ otheƌ 
literature that might be relevant. Initially the same search terms were used, but then, 
following  a discussion with my supervisor,  Modern Matron(s) was changed and 
healthcare and nursing were used instead. Modern Matron was a very narrow term for 
the business literature and did not yield anything of value. In contrast the broader terms 
of healthcare and nursing did allow other literature to be identified, which when 
combined with the other search terms produced a more manageable amount of 
literature to be reviewed. 
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Leadership decision making 3,756 articles listed 
Nursing leadership decision making 49 articles listed 
 
 
Decision Making Literature 
It quickly became apparent that the wider decision making literature was vast and 
experts within the subject generally specialize in certain areas of decision making theory 
and philosophy. To attempt to ready this breadth of literature before undertaking the 
study was not practical or appropriate and to read only a selected part of the literature, 
risked influencing the analysis of the data. Following a discussion with the supervision 
team (outlined in the main body of the thesis) a conscious decision was taken to focus 
on two broad approaches to decision making that the literature indicated were 
recognised and relevant to healthcare – rational and intuitive decision making.  This 
decision resulted in a change on search terms for the business literature from decision 
making and decision making strategies to rational decision making and intuitive decision 
making. In regards to the searches via Medline, the original terms remained and the 
new ones added in. This difference in approach between the two databases was 
because the number of articles being listed by Medline was more manageable from a 
reviewing perspective. 
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Appendix Two      RESEARCH STUDY INTO THE DECISION MAKING  
                                 STRATEGIES OF MODERN MATRONS 
INTERVIEW INFORMATION SHEET 
 
You are being invited to take part in a research study.  Before you decide it is important 
for you to understand why the research is being done and what it will involve.  Please 
take time to read the following information carefully and discuss it with others if you 
wish.  Please ask me if there is anything that is not clear or if you would like more 
information.  Take time to decide whether or not you wish to take part. 
 
Thank you for reading this. 
 
What is the purpose of the study? 
Modern Matrons are at the forefront of the NHS Plan and the Modernisation Agenda for 
health. They are expected to operate in increasingly de-centralised organisations and to 
take on devolved decision making on a wide range of clinically relevant but not 
necessarily clinically specific issues. Due in part to the newness of the role, there is little 
robust evidence as to how Modern Matrons make these decisions and the different 
strategies they use. A greater understanding would help to identify what support, training 
and development might be required to facilitate future staff entering into the Modern 
Matron role. 
The study intends to explore what strategies Modern matrons use when making 
leadership and management decisions specifically relevant to their role? Within this 
overall purpose, the study will address the following questions. 
 Why do they make decisions in the way that they do?   How flexible are they in their use of decision making strategies?   What factors support/hinder Modern matrons when making decisions? 
 
Why have I been approached? 
I am seeking the views of people employed as Modern Matrons within Calderdale and 
Huddersfield NHS Trust.  
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Do I have to take part? 
It is up to you to decide whether or not to take part.  If you do decide to take part you will be 
given this information sheet to keep and be asked to sign a consent form. If you decide to 
take part you are still free to withdraw at any time and without giving a reason.  
What will happen to me if I take part? 
The study has two stages of data collection. 
 
Stage One – You will be asked to participate in a 1:1 interview that will last for 
approximately one hour. The principal question you will be asked during the interview 
will be:  
"Can you talk me through and describe a leadership/management decision-making 
scenario specifically relevant to your modern matron role that you have experienced." 
 
The three subsidiary questions you may be asked in order to gain clarity will be: 
Q. Could you describe to me why you made the decision in that way? 
Q. What other strategies could you have used to help you make that decision? 
Q. What sorts of things made it easy or hard for you in making that decision?  
 
The interview will be audio recorded and then transcribed so that the researcher can 
analyse the data from the interview. 
 
Stage Two – You will be asked to participate in a second 1:1interview. This second 
interview will be to discuss any issues arising from the content analysis of the first 
interview and the themes that have arisen.  
 
What are the possible benefits of taking part? 
The information gained will help to generate understanding of the complexities of the 
decision making processes inherent within the Modern Matron role and the range of 
strategies that are used to make those decisions? Specifically: why do they make 
decisions in the way that they do?, the range of decision making strategies they use?, 
and what factors support/hinder Modern matrons when making decisions? 
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On an individual level, the process of participating should help you to reflect on your 
personal approaches and strategies towards making decisions. 
 
All participants in the study will be offered a one day workshop to discuss the study 
findings and to explore some models of decision making that they might usefully take 
back to their work environment.  
 
Will my taking part in this study be kept confidential? 
All data will be anonymised at source with a reference number. Only, I, the researcher 
will know who the data came from. All tapes, transcripts and notes will be locked in a 
secure place at the University of Leeds. Electronic versions of the interview transcripts 
will be stored on a password-protected computers at The University of Leeds in the 
researcher’s office. 
All participant data or quotes will be anonymised before inclusion in any study related 
reports. 
No staff from the organisation will be informed of who has participated in the study. 
Those staff who do participate in the focus group interview will be asked to agree to 
respect the principle of confidentiality and not disclose the content of the discussions 
within the focus group or who took part in the focus group. 
 
What will happen to the results of the study? 
The findings will be published in an internal report and made available to the 
organisation. Study participants will have the opportunity to review and comment on any 
summary document before it is presented to the wider organisation. It is envisaged that 
the focus of this report will be participants’ perceptions of how and why they make the 
decisions that they do and what factors influence them in that process. 
 
The study will form the basis of the researcher’s Phd dissertation and therefore the 
dissertation (which will include much of what is written in the internal report) will be read 
by the researcher’s supervisor and two external examiners. 
External reporting will include conference paper(s) and journal articles. 
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Who is organising the research? 
Elaine McNichol, Director for Enterprise and Innovation at The Centre for The 
Development of Healthcare Policy & Practice, at The University of Leeds has designed 
the study and will be leading the research 
Who has reviewed the study? 
The proposal to undertake this study has been reviewed by: an ethics committee that is 
within the The University of Northumbria, The Research & Development Department at 
Calderdale and Huddersfield NHS Trust and through the National Research Ethics 
Committee. 
 
 
 
Further Information 
For further information about this study please contact: 
Elaine McNichol. Programme Director, CDHPP, 4th. Floor, Baines Wing, University of 
Leeds, Leeds. LS2 9UT 
e-mail: E.McNichol@leeds.ac.uk 
Tel: 0113 343 1257 
 
 
 
Thank you for reading this information. 
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Appendix Three         RESEARCH STUDY INTO THE DECISION MAKING  
                                       STRATEGIES OF MODERN MATRONS 
INTERVIEW CONSENT FORM 
 
Names of Researcher: Elaine McNichol 
Interviewer:  Elaine McNichol 
Please initial box 
 
I confirm that I have read and understand the information sheet dated ............................    
for the above study and have had the opportunity to ask questions. 
 
I understand that my participation is voluntary and that I am free to withdraw at any time,    
without giving any reason, without my legal rights being affected. 
 
I agree to take part in the above study.        
________________________ _______________ _______________ 
Name of Participant Signature Date 
 
_________________________ ________________ _______________ 
Name of Person taking consent Signature Date 
(if different from researcher) 
 
_________________________ ________________ _______________ 
Researcher Signature Date 
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Appendix Four               Interview Schedule 
The Decision Making Strategies of Modern Matrons: 
Stage One: 1:1 Interviews 
- Participants will be asked: one key 'open' question that will begin: 
 
Q. Can you talk me through and describe a leadership/management decision-making scenario 
specifically relevant to your modern matron role that you have experienced.  
 
- Then if required in order to maximise the insight to be gained from the scenario 
described, there will be three 'open' prompt questions related to the secondary 
research questions: 
 
Q. Could you describe to me why you made the decision in that way? 
Q. What other strategies could you have used to help you make that decision? 
Q. What sorts of things made it easy or hard for you in making that decision?  
 
The first interview is scheduled to last for an hour, therefore depending on how many scenarios 
the modern matron describes during that time, the above questions may be asked more than 
once. 
 
Stage 2 - 1:1 Interviews 
The exact nature of these questions will be influenced from the analysis of the data gathered 
during stage one. As this interview is about validating the data and the theme identification 
from stage one to establish a shared and consistent understanding of the data, two further 
questions might be: 
Q. Can you explain the significance or relevance of that? 
Q. Could you explain that a little bit more? 
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Appendix Five                 Schematic Account of Analysis Process 
To keep the analysis process consistent with the philosophy and practice of hermeneutic 
phenomenology, three key steps underpinned the data analysis process:  
1. LiŶdseth & Noƌďeƌg͛s ;ϮϬϬϰͿ iŶteƌpƌetiǀe fƌaŵeǁoƌk ǁas used to pƌoǀide a 
structure for the process of analysing the data 
2. As the researcher, I have kept a research log and where appropriate in the study 
acknowledged my personal reflections and awareness of how I have influenced 
the analysis process and interpretation. Within the thesis, these reflections are 
typed in italics to make them easily distinguishable to the reader  
3. The principle of co-analysis has been maintained with the MM 
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Stage of 
Analysis 
Interpretive 
Framework 
Researcher Analysis Activity 
Stage 1 Initial Naïve 
reading 
Immersion in the data by reading the all of the 
transcripts 
  Thematic 
Structural 
Analysis 
Reading and re-reading of individual sections of 
text 
Highlighting of text in different colours and 
collapsing of data to establish phase 1 themes 
Coloured index cards with references to locate 
themes and text in whole transcript 
Mind Map of emerging themes 
Stage 2 Data Collection Mind Map presented back to MM for 
comment, expansion and prioritization in order 
to continue an approach of co-analysis to arrive 
at the final themes 
Researcher recording thoughts in research log 
 Initial Naïve 
reading 
New data initially read in entirety and then in 
conjunction with phase 1 data 
 Thematic 
Structural 
Analysis 
Reading and re-reading of individual sections of 
text 
Highlighting of text in different colours and 
collapsing of data to establish final themes 
Coloured index cards with references to locate 
themes and text in whole transcript 
 
 
 
 
Comprehensive 
Understanding 
(interpreted 
whole) 
Whole of the transcript is re-read and final 
themes established 
Final themes are presented back to MM in a 
feedback workshop 
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Example of Coding Schema for Stage One of The Analysis 
Transcript 
Location 
Phrase from Transcript Key words  
MM 1.15 I can make things happen 
because on this site everybody 
who knows me respects me. I 
have a history and credibility 
with them 
Make things happen 
Knows me       
Respects me     
History           
Credibility 
 
MM 3.8 I think my advantage is that I 
have got quite a lot of 
credibility with the Directors  
Advantage    
Credibility with 
directors 
 
MM 1.7 I would say that from a nursing 
point of view, I have authority 
to implement most things 
Nursing          
Authority       
Influence 
 
MM 4.13 They are a very open culture 
within the division. Your 
opinion is sought and you 
know you can put your spoke 
in.  
Open culture   
Division            
Opinion sought       
Put spoke in  
 
 
 Above process repeated through all interview transcripts – phrases identified, 
key words established leading to a grouping under themes 
 Covered wall of study with flipchart paper, wrote all keywords and themes on 
post its and moved around the wall until I felt that I had collapsed them down to 
a point where I needed to re-present and discuss them further with the study 
participants in order to clarify and refine the interpretation so far and then move 
to the next stage of analysis. 
 Themes were presented back to each MM as part of a Mind Map (Appendix 4) 
for further discussion and clarification. 
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 To help the MM describe their decision making in more detail in order to 
͚suƌfaĐe͛ ŵeaŶiŶg aŶd estaďlish a depth of uŶdeƌstaŶdiŶg, the MM ǁeƌe asked 
to prioritise ten themes from the analysis in terms of their importance to their 
leadership and management decision making.  
 These were examined further through a 2nd semi-structured interview with the 
MMs when they were asked to provide an explanation of what they meant by 
the themes they had prioritised. 
 In addition, the themes were cross referenced back to the original transcripts to 
establish whether the themes they had identified as being most important to 
their leadership and management decision making could be supported by the 
initial interview data. 
The table below illustrates part of this process in relation to the themes of Credibility, 
Authority and Organisational Context.  
Theme Descriptor from 2
nd
 round of 1:1 
interviews 
Supporting data from transcripts 
from 1
st
. round of 1:1 interviews 
Credibility I can do the job and feel I am trusted 
to do the job. We know what we are 
doing. Earned it through lots of years 
of experience.. People ask us our 
opinion. Managers will listen to us. 
Gives us power and authority which is 
useful in tricky situations. About trust 
͞I think you need to be out there and 
also important to really keep yourself 
updated on what is going on and what 
is changing [in order to maintain your 
credibility]͟(MM 5.22) 
Authority Can get on with the job, Backed up by 
line manager/organisation. Frustrating 
if Ǉou Ŷeed it ďut haǀeŶ͛t got it as it 
can slow things down. Helps make me 
more credible as it says I am trusted 
to do the job 
͞If there is a problem [out of hours], I 
think most of us make the decision 
and deal with it͟ (MM 9.9) 
͞I have loads [of authority]. I have 
definitely been empowered͟ 
(MM3.18) 
Organisational 
Context 
Empowerment, everyone but 
everyone has to go on LEO, No blame 
culture, Expected to get on with it. Its 
generally a nice atmosphere and 
people get on which makes it easier to 
make decisions and work through 
things that might be difficult. 
͞I said ͚at the ŵoŵeŶt, I feel 
comfortable with it, but you know 
that if it gets uncomfortable, I will be 
shoutiŶg.͛ AŶd I ǁill, I aŵ Ŷot sĐaƌed 
to saǇ ͚I ĐaŶ͛t do this͛ aŶd theǇ ǁill saǇ 
͚Ŷo, Ǉou aƌe ƌight, Ǉou ĐaŶ͛t, ǁe haǀe 
given you too much to do. And they 
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Devolved decision making. 
Encouraging staff to fulfill their 
potential. About trust and respect and 
everyone doing their bit. 
will support me and that is a nice 
feeling͟ MM3.19 
͞I do think they [senior managers] are 
happǇ foƌ Ǉou to ŵake the deĐisioŶ͟ 
(MM 5.31) 
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Appendix Six  
Mind Maps and Field Notes for each Modern Matron 
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Appendix Seven      Final Themes and Supporting Transcript Data 
In order to stay connected to the original transcript data which is where the MMs 
actually described the decision making scenarios that they chose to highlight, it was 
important to cross reference the themes back with the raw data. This is particularly true 
foƌ͛ poǁeƌ͛ to eŶsuƌe that it ǁas pƌeseŶt in the original data, even if its significance was 
only established during stage two of the analysis. This process is illustrated in the tables 
below. 
 
Theme Transcript Data 
Decision making 
approaches 
I do like to ask otheƌ peoples͛ opiŶioŶs. I thiŶk Ǉou should do, 
especially if the decision is going to be far reaching (MM7.9) 
I think of a few solutions and pick the best one (MM8.5) 
You can call on past experiences (MM3.12) 
I tend to look at things more widely now. I tend to think things 
through a bit more (MM 5.28) 
 
Theme Transcript Data 
Credibility of the 
Modern Matron 
I can make things happen because on this site, everybody who knows 
me respects me. I have a history and credibility with them (MM1.15) 
I think my advantage is that I have got quite a lot of credibility with 
the Directors (MM3.8) 
I think you need to be out there and also important to really keep 
yourself updated on what is going on and what is changing [in order 
to maintain your credibility](MM 5.22) 
͞You haǀe got to haǀe the Đonviction behind why you are doing 
something (MM.6:17) 
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Theme Transcript Data 
Power If I compare it to management power, I probably feel I have 
more of it now [as a Modern Matron]. Nurses are hierarchical 
and they look to that so you get your position and your power 
from that. (MM4:9/10) 
It͛s ŶiĐe ƌeallǇ, ďeiŶg aďle to ŵake deĐisioŶs foƌ ŵǇself aŶd that 
I am not dictated to (MM2:24) 
It͛s Ŷot easǇ tƌǇiŶg to iŶflueŶĐe otheƌ people that Ǉou doŶ͛t 
have any direct control or jurisdiction over (MM7:14) 
If there is a problem with holiday requests and someone says, 
oh well I am going to book it anyway, then they would just 
wheel me out in that sort of situation. (MM8:16) 
 
Theme Transcript Data 
Authority to take a 
decision 
 
I would say that from a nursing point of view, I have authority to 
implement most things (MM1.7) 
So I made the decision that day that we would close ward 12. That 
was difficult in itself, because then it was me that had said which 
ward, no-one else (MM6.2) 
If there is a problem [out of hours], I think most of us make the 
decision and deal with it and then just ring the on-call manager up to 
saǇ ͚this is ǁhat͛s happeŶed, this is ǁhat I haǀe doŶe, ďut I just 
thought Ǉou Ŷeeded to kŶoǁ.͛ “o I thiŶk ǁe take a lot of pƌessuƌe off 
the on-call managers (MM9.9) 
I have loads [of authority]. I have definitely been empowered 
(MM3.18) 
 
Theme Transcript Data 
Organisational culture  I have definitely been empowered, definitely been empowered. And I 
am supported. I am really really supported (MM3.18) 
I said ͚at the ŵoŵeŶt, I feel Đoŵfoƌtaďle ǁith it, ďut Ǉou kŶoǁ that if 
it gets uŶĐoŵfoƌtaďle, I ǁill ďe shoutiŶg.͛ AŶd I ǁill, I aŵ Ŷot sĐaƌed to 
saǇ ͚I ĐaŶ͛t do this͛ aŶd theǇ ǁill saǇ ͚Ŷo, Ǉou aƌe ƌight, Ǉou ĐaŶ͛t, ǁe 
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have given you too much to do. And they will support me and that is a 
nice feeling. MM3.19 
I do think they [senior managers] are happy for you to make the 
deĐisioŶ. I ĐaŶ͛t see the poiŶt of ƌiŶgiŶg at Ϯ oƌ ϯ iŶ the morning .. and 
I͛ǀe Ŷeǀeƌ had a negative response from them, its alwaǇs ďeeŶ ͚ǁell 
thaŶks foƌ lettiŶg ŵe kŶoǁ͛ oƌ ͚thaŶks foƌ Ŷot ƌiŶgiŶg ŵe at Ϯ oƌ ϯ iŶ 
the ŵoƌŶiŶg͛ ;MMϱ.ϯϭͿ 
They [modern matrons]are all there, if I think I have got a problem, 
there is always one of then that you can go to that will help. Plus your 
manager, plus anybody really (MM8.18)  
They are a very open culture within the division. Your opinion is 
sought and you know you can put your spoke in. (MM4.13) 
 
Theme Transcript Data 
Reflecting on decision 
taken/to be made 
 I do reflect when I have got decisions to make, particularly with staff 
issues. I do look back to situations that I have been involved in and 
how I felt and I have just called on my past experience and how I 
would feel as that person. (MM3.12) 
I do think I reflect, really learn, so that maybe see if you could do 
things better, or f it has been a good way of dealing with things, then 
to use those strategies again. (MM7.4) 
I think you just do it without thinking about it sometimes. But if there 
are difficult ones to make I like to mull it oǀeƌ … go aǁaǇ aŶd thiŶk 
aďout it, ͚haǀe I doŶe the ƌight thiŶg.͛ ;MMϮ.ϮϮͿ 
I try not to be knee-jerk, I do try and think about things and I say 
͚CaƌoliŶe, I ĐaŶ͛t ŵake these deĐisioŶs like that, Ǉou haǀe just got to 
giǀe ŵe tiŵe to thiŶk aďout it.͛ 
Very often I find that because I am driving between sites, that time 
when I am sat in the car on my own thinking about things, then I will 
ring up and I might not have to change the decision, but add 
something to it you know. (MM3.13) 
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Appendix Eight                       Transcript Scenarios 
The following three transcripts are referred to on a number of occasions in the 
Discussion chapter and are typed out in full here for reference: 
 
Scenario: A 90 year old patient reported being knocked over by a porter with a trolley, 
but no-one witnessed it. Her son was very irate: 
͞I spoke to the staff aŶd kiŶd of looked at the ǁhole sĐeŶaƌio.Everybody realized that 
this ladǇ had eŶded up oŶ the flooƌ, theǇ͛d Đalled a Đƌash teaŵ ďeĐause theǇ thought she 
had collapsed and there was blood everywhere. I spoke to the crash team and I still 
ǁasŶ͛t gettiŶg aŶǇ aŶsǁeƌs ǁhatsoeǀeƌ. So at that stage, I took the investigation a little 
further and spoke to the Head Porter. Yes, looking at the log, a porter had been in that 
area but not at the time specified. It just didŶ͛t seeŵ to add up. “o I ǁeŶt ďaĐk aŶd 
thought about it more and realized there were CCTV cameras covering that area, so 
watched them.  The lady had not been run over by a trolley, she had actually tripped and 
falleŶ heƌself.͟   ͞I suppose ŵaǇďe that is eǆpeƌieŶĐe, aŶd Ŷot juŵpiŶg to ĐoŶĐlusioŶs aŶd 
looking at the whole picture as opposed to maybe just the facts that you are initially 
pƌeseŶted ǁith.͟ ;MMϳ.ϯͿ 
 
Scenario: Wearing of non-traditional uniforms 
 ͞OŶe of ŵǇ ďiggest issues aŶd theǇ kŶoǁ it is, ďeĐause theǇ Ƌuoted ŵe, saǇiŶg ͚ǁe kŶoǁ 
ǁhat Ǉou aƌe like ǁith uŶifoƌŵs, ďut ĐaŶ ǁe …?͛ MǇ iŶitial ƌeaĐtioŶ ǁas ͚Ŷo͛. TheŶ I 
looked into it further. If I let them do that [wear a cooler non-traditional uniform in hot 
weather], they were not allowed to go off the ward in them, go down to the dining 
ƌooŵ, Ŷo ǁhateǀeƌ. MǇ ͚ǁiŶ͛ ǁas that if I alloǁed theŵ to do that, theŶ all the jeǁelleƌǇ 
came off, so that was my negotiation.  
I went off for two weeks and came back to a meeting to find a staff nurse there not 
wearing the proper uniform. So I pulled them up about it after the meeting and said 
͚look Ŷot aĐĐeptaďle, Ǉou heaƌd ǁhat I ǁas saǇiŶg.͛ The tǁo staff Ŷuƌses ǁho ǁeƌe oŶ 
dutǇ, oŶe of theŵ ǁas ǀeƌǇ ĐhalleŶgiŶg, saǇiŶg ͚I doŶ͛t Đaƌe, I aŵ ǁeaƌiŶg it, it͛s too hot. 
I doŶ͛t Đaƌe ǁhat the Đhief eǆeĐ saǇs, theǇ ǁaŶt to Đoŵe up heƌe.͛ I said, ͚look, I doŶ͛t 
277 
 
care, these are the agreements, if they are breached, then it spoils the agreement for 
eǀeƌǇďodǇ.͛ 
I had to really. It was difficult and it felt uncomfortable, because I really had to stand my 
ground because I knew if I lost, I may as well throw in the towel. There was something 
about putting boundaries down and how far they could push it, and they were certainly 
pushing it. So I thiŶk ǁe ǁoŶ that ďattle aĐtuallǇ aŶd Đaŵe out of it okaǇ͟ (MM.4.1) 
 
Scenario: Calling Police to remove a patient 
͞A diffiĐult oŶe that spƌiŶgs to ŵiŶd is ǁheŶ I got a Đall to saǇ theǇ had got a pƌoďleŵ 
with a relative, not a relative, but a visitor. We͛d had a patieŶt ǁho ǁas a ƌegulaƌ 
patient, known to us, who self harmed and was known to be violent and had attacked 
nurses with scissors prior to this. She had become aggressive on the MAU and the police 
had been called. The police had removed her from the hospital and put her outside and 
told heƌ that she ĐouldŶ͛t go ďaĐk otheƌǁise she ǁould ďe aƌƌested. This ǀisitoƌ had goŶe 
to MAU and complained saying it was appalling that this girl was outside, did we see the 
state of her and she needed help and was demanding that the girl was brought back to 
MAU. So I went round to MAU. This lady was insisting that we re-booked this girl back in 
and that we get her seen in A&E. So I explained to this lady that for ethical reasons I 
ĐouldŶ͛t disĐuss the giƌl͛s Đase ǁith her at all, but the Police had been involved and that 
she had been removed from the premises and that she would be arrested if she came 
back in. I did explain that this lady had been seen by both the psychiatrist and the 
physician that morning and deemed medically fit to be discharged. This lady continued 
to ĐoŵplaiŶ ďitteƌlǇ that ǁe ǁeƌe alloǁiŶg this giƌl to ďe disĐhaƌged fƌoŵ͛ hospital. I just 
stood ŵǇ gƌouŶd ďasiĐallǇ aŶd said ͚I͛ŵ soƌƌǇ ďut ǁe aƌe Ŷot ďƌiŶgiŶg heƌ ďaĐk iŶ agaiŶ.͛ 
To which she said she ǁould ŵake a ĐoŵplaiŶt to the Tƌust aŶd I said ͚okaǇ, that͛s faiƌ 
enough, you can do that. She insisted that I gave her the names of the consultants, so I 
gave her them and off she went very very angry. I informed risk management the 
following morning that this discussion had taken place with this visitor and what the 
278 
 
decision had been. We never heard anything again, so. I suppose I based my decision on 
the fact that this patient was known to be violent and aggressive. She was obviously 
aggressive that morning, albeit verbally, we knew that this was a pattern of escalation 
ǁith heƌ ďehaǀiouƌ aŶd fƌoŵ a staff safetǇ poiŶt of ǀieǁ I felt that I didŶ͛t haǀe aŶǇ otheƌ 
choice than to make that decision. And it would have made a mockery of the whole 
system that ǁe doŶ͛t aĐtuallǇ toleƌate ǀioleŶt ďehaǀioƌ had I iŶsisted that she Đaŵe ďaĐk 
and be seen by a doctor. (MM1.1) 
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Appendix Nine             Modern Matron Demographic Detail 
 Gender Age Range Years 
Qualified 
Years 
worked in 
Host Org 
Worked in 
any other 
org? 
Worked 
outside of 
the region? 
MM 1 F 40-50 28 20 Y N 
MM2 F 30-40 19 15 N N 
MM3 F 40-50 26 18 Y N 
MM4 F 30-40 15 8 Y N 
MM5 F 30-40 19 19 N N 
MM6 F 40-50 26 26 N N 
MM7 F 50-60 36 36 N N 
MM8 F 40-50 25 25 N N 
MM9 F 50-60 38 38 N N 
 
  
